Minimizing Resistance

	Describe the authentic change situation at your school:




Read each of the “10 things to do” to minimize resistance below.  Tell what you have done or will do to apply each step to your authentic situation.
	To do:
	Have tried:
	Will do:

	1.  Acknowledge change as a process.   Change is not an isolated event, but a series of stages that require time.  Remember that the process of educational change is lengthy and may take years from goal – setting to stable establishment.  Missteps and setbacks are common.  Conflict and resistance are natural products of change, not automatic signs of failure.
	
	

	2.  Empower stakeholders.  As critical components of innovation, stakeholders, must be included as decision makers.  If change means individual needs are met, negative behavior and resistance are less likely.  Empowering people means creating mechanisms that provide them with genuine authority and responsibility, or else change efforts will become incoherent.  Remember, however, that real or perceived shifts in power can spark resistance by colleagues, administrators, or board members.  To minimize discord, the change process should be guided by negotiation, not by issuing of demands.
	
	

	3.  Encourage all stakeholders.  Stakeholders must be active, invested participants throughout the change process.  Often it’s beneficial to focus directly on helping participants understand the innovation being tried. Providing opportunities – for both individuals and groups—to vent concerns can be particularly effective.  Being “heard” is fundamental in establishing understanding and consensus.


	
	

	4.  Set concrete goals.  Agreed-upon goals should form a shared agenda reached by consensus, thus creating a broad sense of ownership and strengthening communication among stakeholders.  This step is critically important because if anything goes awry later in the change process, the stakeholders will be able to return to a shared agenda and refocus their intent and efforts.


	
	

	5.  Show sensitivity.  Managing conflict means being aware of differences among individuals.  Each stakeholder must genuinely feel he or she is an equal and valued party throughout the change process, not just in the initial trust-building stage.  All persons need respect, sensitivity, and support as they struggle to redefine their roles and master new concepts.


	
	

	6.  Model process skills.  Teaching through modeling the appropriate process skills and actions is fundamental to successful staff development initiatives. Staff developers may find, for example, that reflecting publicly and straightforwardly on their own doubts and resistance to change may help others.  At the very least, honesty goes a long way toward building credibility.  When staff developers model desirable behaviors, they give other stakeholders a chance to identify with someone going through the difficult process of change.
	
	

	7.  Develop strategies for dealing with emotions.  All too often, educators concentrate on outcomes and neglect the emotional experiences – anxiety, fear, loss, and grief - of change.  Effective staff development programs should include activities and strategies to address those emotions.  Focus on such questions as: How will our lives be different with the change?  How do we feel about changes?  Is there anything that can or should be done?


	
	

	8.  Manage conflict.  Ideally, change is a negotiated process.  Stakeholders should be invited to negotiate on issues that provoke their resistance.  For example, an assistant principal may need to negotiate the needs of the whole school with faculty members who rank their departmental priorities higher.
	
	

	9.  Communicate.  Openness in communication is a necessary component of collaborative problem solving.  Communication that focuses on differences can move issues of concern out of the shadows. Another technique is reflective questioning:  The questioner tries to help stakeholders explore their thinking, feelings, needs, or attitudes. Such questions can include: Where are we in the change process?  What has changed so far?  Where are we headed?
	
	

	10.  Monitor process dynamics. The constant interplay between the various tensions within the change process must be monitored, and appropriate adjustments must be made. Evaluation begins with the original assessment of the need and readiness to change and remains a key factor throughout systemic reform. Reflection forms the scaffolding of the evaluation process and ongoing assessments of progress serve as checkpoints on the reform journey.
	
	


