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We are here to:

- release potential

» build futures

» maximise value

"Releasing potential and building better futures”

©TDA Transitions



Making a difference

Changing
work



Changing work - /iving with transition

In the 21% century, changes at work are increasingly visible:

For oerganisations

Accelerating market change requires:
adaptive and flexible organisations - 'built to change', not 'built to 1ast’,

agility, speed, innovation and enterprise.
For individuals

Careers are being re-framed:
nurmeraus job changes are to be expected - growth of portfolio careers,
personal ownership for learning.

TDA has also changed to focus on the role of transitional behaviours:

People (career changes, work style, lifestyle and skill development)
Information (new technologies, research and profiling)
Enterprises (new business initiatives, start-ups and growth programmes)



Changing work - for organisations

What does change mean for your erganisation?

= Flexible organisations require new types of structures and cultures:
coaching as a management style (a culture shift from parent to adult),
using learning strategically to drive innovation, creating a 'shared value cammunity’,
‘enterprise / entrepreneurship' schemes offer a fresh career route, retaining talent

and building incremental revenue streams from within.
= Directors and managers using less 'tell and sell' and mare 'enterprise release’.

= Transitions 'know how' and 'capability’ will be a core competence, the key to:
attracting, retaining and motivating talent;
enhancing shareholder value, and,;

extracting long-term competitive advantage.

“"Human skills are the essential foundation for success in the e-economy.”

Kinoa Kowslewska, The Talent Foundstion



Changing work - for individuals

What does change mean for you?

Create wour owh personal and career development plan - "There 15 anly one person you
wiork for, and that's youl"

Technical skills in themselves are not enough - employers are looking for other attributes

now - enterprise, innovation, energy and resourcefulness.

'Learning for earning' - in order to keep ahead there is a strong need to make a
conscious effort always to develop oneself.

. Mew skills and behaviours are required - to survive and grow in the 215 century.

'Wnow yourself and know your values' - this is the best platform to make key work and

lifestyle decisions.

"A growing group will be the new nomads’ - freelances with portfolie careers.”

Richard Reeves , Industrial Society



Changing work - changing views

What impact do these changes have?

- Itis a 'sellers' market for skills f experience and knowledge:
ermployers must compete to attract
ermployers must retain successtul employees

- Individuals and organisations need to practise daily, a suite of transition behaviours
which set out to align and balance these new employment realities.

Managing transition successfully is what TDA specialises in:

= Defining opportunities and risks.
= Facilitating decisions about change.
= Enahling creative action plans.

“"Embrace fluidity; changing working patterns are here to stay.”

TamFosling, PricewsterholseCooners



Making a difference

Transitions



Transitions - at work

We view 'transitions' as any change - personal or erganisational
In practical terms this can mean:

For organisations:
. Fe-organisations, mergers, alliances and repositioning into new markets;
. Outplacement and employability;

- Executive coaching and business growth.

For individuals:

- Transition to new roles, countries, functions, markets etc ;
- Personal portfolios and career dewvelopment;
- Entrepreneurial options (within or outside of corporates).

We believe four behaviour sets are fundamental to successful transitions.

Relationship and
influencing
behawiours

Personzal i mpact,
1:1 and team

Learning and Enterpri=e
change capability behEwiour



Transitions - model behaviours

= Qurexperience of, and research into 'employability' and the developrment of potential,

supports our view that these crucial hehaviour sets can be nurtured and developed.

Personal impact
1:1 and team

Felationship
and influencing
behaviours

Learning and
change
capability

Coaching to

Enterprise
release

Eshaviour




Transitions - /n summary

TDA's research and experience confirms our view that:

Organisations need to:

«  Be adaptable «  Release enterprise potential
« Create a win fwin' culture «  Engage emotional commitrment
«  Develop entrepreneurial talent «  Ermbrace culture change

Individuals need to:

- YWork with change - Learn effectively
. Embrace emotional intelligence . Balance workstyle and lifestyle
. Wake clear decisions . Keep ahead of the game

We have developed twelve corresponding propositions.

Each proposition is supported by a transitional process model.



Transitions - for organisations

Six propositions underpinning changes for organisations:

1 Market change is driving organisations to become more adaptable
2 Inspirational organisations offer a new “win S win'

3 It's people's talents that start, sustain and grow businesses

4 We believe ‘enterprise’ is latent in most people and organisations
5  Mever underestimate the need for emotional engagement

f  Changing culture - why s it 5o hard?



Organisational transitions:

1 Market changes driving organisations (o become more adaptabic

Four types of organisatian for the 21% centuny;

DEPENDENT

TOP

TEAM
Directive
Hierarchical
Lowy discretion
Loy ¢ ustamer

TYPE ONE

INDEPENDENT

FROMNTLINE

Supportive

Frantline intiative
Customer focus

PROFIT RESPONSIBLE
Customer

FRON%LINE
SER\ﬂl:ES
MAWRS
Enterprising
Profit accountable

Complete customer focus
Competitive edge

Learning enviraniment

TYPE TWO

TYPE THREE

DOMMNANT
» Core
* « Contract
¥

- 50% Freelance
* -50% Tied
OFEM
MARKET
TYPE FOUR



Organisational transitions:
2 inspirationsl organisations offer & new win /s win'

Businesses today are looking for new and innovative ways to create inspirational organisations

that release potential and encourage talent to join. ¥Wwe see that there is a new "win / win'

possible:
The organisation EMPLOYRBILITY e Ll
of the future Reconciles cofginuing desire far fmioyes of the TUISES
P . omitment an loyalty with new Lo
What options? demands for fleikility with no to look Iﬁcfe‘?

‘guarantees’ @ job security

T

IMPLICATIONS

The arganisation hasto find:
N SECURITY

= neyy weys o deselop skills
. = new weys to retain and
Comes from having an motivate emplayees

up-to-date and
skilled warkforc e

FLEXIBILITY

Comes from having a
relevant portfolio
Employees haveto take personal of skills
accourtahbility for leaming and
managng persond transitions



Organisational transitions:

3 s peoples fakenis that star, sustain and grow bLsiness

Business evolution requires people who can adapt and manage transition successtully:
Start-U » Earl
P Growth

Business
& Persc_mal
Spin-Off | Evolution

MNew Venture Consolidation

Planning '

for Maturity

t = corporate strategy and employees futures



Organisational transitions:
4 We belicve ‘enfernarise’ is lafent In most peopie and organlsations

The challenge is to release and harness enterprise behaviours in large corporates, SMES,

franchises and elsewhere:

Confederacy of SME's -
spin-outs andior
=6 f employment

retwaorker arangements

MBC § MBI Franchiss /
arrangements licence
Businesses "
within & LARGE 4 ':?-Jlthalxsj
business ORGANISATIOMNS L =

SME's
Spin out IM GROWTH Joirt verture
businesses [alliances)

Franchising r Merger §
licencing acojuisition



Organisational transitions:

5 MNever underestimale the need for emolional engagement

Learning about what makes for organisational success in the area of managing transitions,
means avoiding the trap of jumping fram 1 1o 4;

1 - Create g direction

2 - Gain ownership and understanding

3 - Encourage initiative

4 - Empower the front line

5 - Gain network support

6 - Awareness, maintenance and review




Organisational transitions:
8 Changing culfure - win s i 50 hard?

Organisational life has, for many, encouraged co-dependence - simply another form of parent /
child. The new world now requires more 'interdependent people'. Going fram 2 to 4 in one go is

a step too far - you need to step into the independent' box first:

’r—
Moare likel to be adaptable = 4 )
Mare likely to collaborate Interd eDeﬂdeﬂt Cconfidert / matl..lre
on \ralues.-< = In contral, creative
More lIkal to see possibities Ey—— = Higher discretion § effort required
o
f'-
Enterprising = 3 2 )
) = Protection
Innovative - Independent - Co-dependent - Lirmited
Gives more =
= Structured
Based on selfworth and value = Adult Parert § Child reinforced
. F Y
; organisational reality
Dependent

Farentr Child



Transitions - for individuals

Six propositions which illustrate changes for individuals:

1 Change is personall

2 we don't fight the emotions process, we works with it

3 The more transparent the process, the more effective itis

4 For behaviour change, life itself is the true arena for learning

5 wWe re-frame leadership, entrepreneurship and personal ownership

[ What we need now, to keep ahead of the game



Individual transitions:

1 Change is personall

Cur approach is to combing our understanding of learning, ermaotional engagement and

behaviour change, to release potential and personal ownership:

To create

receptivity
Information Defiring

PAWarENess
To ‘mohilise’ ownership
and action
Acknowledgement .
ChETEE Deciding
To create behaviour
chanaesthrough

learning

Change Deconstruct / Reconstruct .
W easurement and Rewview DETEITAE




Individual transitions:

2 W don't fight the emotions process, we work wih §

Our transitions work, guides and facilitates the process of change, enabling individuals to

discover things for themseles:

EXTERNAL FOCUS +

When |
reach
Commitment

Loaking to the past
(danger

Laooking to the future

(opporunities)

o

Resistance Exploration

INTERNAL FOCUS
























