420 Part 4; Leadership and Organizational Change

manager cited “management commitment and leadership from the top” as the key to
its successful second quality initiative. The quality life cycle of this second initiative
reflects its progress from adoption to maturity. This approach created strong quality
dynamics, which achieved strategic alignment and deployment throughout the
organization.

From this example, we observe two things:

1. Awareness that separate initiatives create a cumulative impact leads to an
appreciation that selection of new quality initiatives must be based on where
an organization is in the quality life cycle.

2. Understanding that the quality life-cycle elements enable an organization to
apply energizing or regenerating actions proactively to successfully sustain its
quality journey.

Understanding such impacts on the dynamics of quality, in particular on the char-
acteristics of the quality life cycle, provides the capability to sustain successful
quality management by strategically adopting responses based on energizing and
regenerating elements.

In studying Baldrige recipients in the health care sector, a group of former
Baldrige examiners and judges proposed a similar model that describes the Baldrige
journey, shown in Figure 11.1.%° At Stage 0, organizations opt to wait for mandates
and regulations, and they implement change when required to maintain compliance.
While they may experience occasional “random acts of improvement,” there is no
overarching impetus to drive the organization to higher levels of performance. In
Stage 1, organizations commit to a proactive approach to improvement. Initial steps
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