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Your Cortex Culture Kit
Part 1: Change Readiness

Pre-work:

1. Take the Change Readiness Assessment and review the scorecard

2. Print this handout and bring to session.

The 10 Rules of Inclusion

Small Group Discussion 1 - Change Readiness Assessment
Barriers to Change Readiness

Small Group Discussion 2 - Individual Readiness

Small Group Discussion 3 - Departmental Change

10 Rules of Inclusion

1. We keep in mind our desired outcome.
2. We assume good intention from others.

3. We turn off all notifications and any distractions from all view to show respect for one
another by being fully present.

4. We use timed rounding at beginning and end of meeting to be sure all are heard and take
breaks for questions and comments.

Each person sticks to "I" statements.
We remain curious, especially when we do not agree with someone.
We strive to appreciate others' strengths and ability to contribute.

We say it now, with kindness and respect, rather than waiting until later.
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The person leading or in authority of the session honors agreed upon start and stop
meeting times.

10. We leave the meeting with clearly defined next steps that each person can take action on
right away.
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https://qualtricsxmbmdfp95xk.qualtrics.com/jfe/form/SV_8vOIaCzujOXsf8q

Small Group Discussion 1

Review your Change Readiness Results and Scorecard and discuss the results
within your small group.

® What 2 questions reflect your biggest strength in Change Readiness?

® What 2 questions reflect your biggest challenge in Change Readiness?

® What thoughts or behaviors limit your ability on your biggest challenge?

Barriers to Change Readiness

e Fear of the Unknown and Failure: Employees often fear they lack the competence to succeed in
a new environment, leading to anxiety about new responsibilities.

¢ Lack of Communication/Understanding: When the reasons for change are unclear, employees
fill the void with their own, often incorrect, assumptions.

e Discomfort with Disruption: People generally prefer stability and comfort zones, making them
resistant to changes in their daily routines.

e Lack of Trust in Leadership: If employees do not trust management, they will distrust the
purpose of the change, resulting in skepticism and resistance.
e Fear of Job Loss or Reduced Status: Drastic changes can trigger anxieties about losing

employment or losing control/influence within the organization.

e Change Fatigue: Employees may be overwhelmed by constant, non- stop organizational shifts,
causing them to disengage.

e Exclusion from Decisions: Resistance increases when changes are imposed without consulting
employees, as they feel like passive victims rather than active participants.

¢ Lack of Competence/Training: Fear of not having the necessary skills to adapt to new
technologies or workflows causes employees to hold onto old methods. People feel differently
about change
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Small Group Discussion 2

Of these barriers to Change Readiness, which ones are true for
you?

Recall and relate a time where you noticed one of these being a limitation on your readiness to

change:
1. What conditions make you: 2. Organizational Change
e Resist change e What are barriers to change readiness at
e React to change your organization?
e Accept change freely o Speed of change
o Change is "handed down"
o Do not know the "how" only the
"what" and "when"
3. Team Change

What are changes your department have been through in the last year?

What has gone right?

What hasn't?

Small Group Discussion 3

1. What are the biggest organizational changes that have been the most
difficult for you and why?

2. What would have made it easier for you?

3. How could you have reacted differently to be more effective?
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