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Dear friends,

It is my pleasure to welcome you to the first issue of rvs impulse. | am confident this
journal will energize your spirit of writing. | want this journal to offer you access to a creative
community committed to the management profession. We will bring you a planet-wide
network of people from across generations and cultures, spiritual traditions and professions,
who tap into the many specific, brilliant and useful ways of management and serve the

needs of others, awakens our humanity, and is a source of spiritual renewal and awakening.

This will also help us to achieve the institution’s mission “ we will inspire students

to learn, lead and serve in a diverse and changing world with a thrust on ethical, social and

cultural values.”

The institute is committed to this vision.

Please join us for the many ways.

Sincerely yours,

Dr.joji chandran mba phd

Editor



TURN THE J-CURVE TO A CHECK MARK
Vijila Kennedy

In 513 B.C., Heraclitus of Greece observed “There is nothing permanent except change.” And in
the 16th century, Niccolo Machiavelli stated in his political treatise, The Prince, “There is nothing more

difficult to take in hand, more perilous to conduct, or more uncertain in its success, than to take the lead in

»

the introduction of a new order of things.” The challenge today is that change is not an “engineering

problem. Change involves people, and can call up emotions, uncertainties and inconsistencies.

When organizational changes occur, employees go through the process of change, their performance follows a J
curve. Because employees have been doing things one way for a long time, performance often starts at a
relatively high level (The Plateau). When a major change in policy and practices occurs, individual and
organizational performance can drop precipitously (The Cliff). Next, the performance drop levels out, but it is far
below where we were and where we want to be (The valley). As, people learn how to function in the new system,
performance begins to improve dramatically (The Ascent). Finally, performance surges above the level at which
we started (The Mountaintop). Leaders can learn to accelerate the process of change as well as to minimise

the disruption associated with change. It’s possible to turn the J curve into a check mark.

John Kotter, Professor at Harvard, breaks down the process of creating and leading change within an

organization into an eight-stage process to bring about the accelerated change.

1. Establishing a sense of urgency

A high level of complacency and a low sense of urgency, constitute the two most significant
impediments to change. Most companies face complacency despite the fact that they have highly
intelligent and well-intentioned individuals. A strong leader is required to overcome complacency, and to
facilitate changes. A leader must establish a crisis to cause employees to realize internal problems; he

must eliminate false signs of security; set standards of achievement high enough that “business as usual”

will not suffice; broaden functional goals and their measurement to encompass company goals; explicate
the reality of performance through the use candor and external feedback; increase employee interaction with

the customer; use external consultants for honest feedback; facilitate and encourage honest discussions



and eliminate “happy talk”; and emphasize future opportunities and the incredible possibility of success in

capitalizing on those opportunities.
2. Creating the change team

In order to actuate change within an organization a strong guiding coalition is needed. The right
composition of individuals, level of trust, and shared vision is critical to the success of this team. For such
a team to be successful in leading change, it is crucial that its members share a sense of problems,
opportunities, and commitment to change. Furthermore, this team must possess significant credibility
within the company in order to be effective. There are four steps necessary to put together a guiding
coalition. First, position power: does the team possess enough of the right individuals with the skills and
influence to affect change? Second, expertise: does the team have the necessary level and diversity of
expertise to produce intelligent, informed decisions? Third, credibility: does the group possess the
credibility to influence the company and actualize change? Fourth, leadership: does the group include
enough legitimate and respected leaders to lead the change process? One of the interesting factors that

Kotter describes as “difficulties inherent to the process” is the internal struggle and doubt the guiding

coalition has with change. He says that there are many questions that the guiding coalition has to answer

in their own minds before they can effectively implement the change within the company.

3. Create a Vision for Change

Once people accept the urgency, they want to know where they are going — they want a clear direction to a

better future. Without a vision, the change effort can dissolve into a series of incompatible projects that start

to look like change for change’s sake. Successful transformation rests on "a picture of the future that is

relatively easy to communicate and appeals to customers, stockholders, and employees. The vision
functions in many different ways: it helps spark motivation, it helps keep all the projects and changes
aligned, it provides a filter to evaluate how the organization is doing, and it provides a rationale for the

changes the organization will have to weather. A useful rule of thumb: if you can’t communicate the vision

to someone in five minutes or less and get a reaction that signifies both understanding and interest, you are

not yet done with this phase of the transformation process.



4. Communicate the Vision
Kotter suggests the leadership should estimate how much communication of the vision is needed, and then

multiply that effort by a factor of ten. The best vision in the world has no value if it’s a big secret. The

guiding principle is to use every existing communication channel and opportunity. But leaders must make

opportunities to communicate the vision in day-to-day activities. Leaders must be seen "walking the talk" —

another form of communication -- if people are going to perceive the effort as important. The bottom line is
that a transformation effort will fail unless most of the members understand, appreciate, commit and try to
make the effort happen. The seven key elements in the effective communication of vision: simplicity,
metaphor, multiple forums, repetition, and leadership by example, explanation of seeming inconsistencies
and give-and-take.

5. Empower Employees to Implement Change

The employees must be empowered to act on the vision. Leaders must clear the way for employees to



