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Following up on the last two parts of this editorial, a colleague explains her experience managing project management in a publicly run academic primary care network in Canada.
Organizations across countries and sectors have woken up to the need for resolve in the face of adverse changes. The healthcare and manufacturing sectors, in particular, are leading the way in ensuring supplies for necessary materials, machines, and systems are present, ready, and sufficient [1]. This impetus for change becomes apparent today, but was there longer than one realizes. In the same way, my MBA colleague is part of an initiative to bring change; where she was developing a training program that can be scaled and even exported to other countries.
Before considering exporting, however, she needed to overcome the hurdle of transferring this program across departments. What works for a graduate program, can also be used for a postgraduate program, but breaking barriers in this environment is not so easy.
In today’s new reality, we are conscious of the need to change in the face of a major external catalyst. Indirectly, we are also accustomed to changing as a result of internal factors like a leadership reshuffle. We are less conscious of the natural evolution of organizations and the economy in the best of times. Those changes are there regardless of whether we are aware, and irrespective of how receptive we are to them.
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Figure 2 - In At any stage of your organization, there is a need to adapt, and a sense of collaboration will be needed [2]


The current pandemic crisis is now one of the most commonly used examples of the need to pivot in the face of the unforeseen. It can also be used as an example for the need to adopt more agile methods and more proactive measures than reactive attitudes. This culture of innovation can be fostered by giving less influence to the traditional hierarchy, and an environment which nurtures efforts to develop something that did not exist in that organization before [3]. This requires a lot of trust and, but if given in good measure, promotes an innovative mindset, encourages those who are reluctant, and allows your organization to remain fit in the face of external changes.
Being open to supporting new ideas and new endeavors is vital for these essential organizations (healthcare, education, and administration) to remain relevant. Seeing the value of a new project, and being a part of its growth, would align the goals of individuals and the organizations they form. This also makes the process of change easier, and more fruitful for all stakeholders.

I wish to thank my colleague, Rachel Simmons, for sharing her experience, which opened my own eyes to the challenges faced in different types of organizations, and can hopefully help start conversations across disciplines, organizations, and sectors on how to break down silos and help people gain more, individually and within their teams.
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