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	1. Change Management Essentials:
Driving  Successful Transitions for Individual and Organization
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	2. Change Is Everywhere…
The  only constant in life is change." – Heraclitus, A Greek
Philosopher
We all face changes every day!!
Change is not just an organizational agenda; it's the
rhythm of our lives. Change affects us all and we each
deal with change differently.
Every day, we adapt to shifts around us, from the way we
shop to how we connect with others.
Change isn't just big news headlines; it's in the small
choices we make every day.
Heraclitus
 


	3. Change Unboxed: Life's  Unexpected Edits
Today’s session is all about the twist and turns we face with new changes. Think about these common life moments.
How did you handle them?
Moving to a new neighborhood
can be daunting.
How did you adapt to the new
environment and what did you
learn from the experience?
Welcoming a new family
member changes everything.
How did you prepare for and
adjust to this life-changing
event?
Changing to the latest
smartphone like you're
learning a new language.
How did you get
familiarized?
 


	4. Change Unboxed: Workplace  Edition
Moving to new office and seat
being rearranged.
How did you find your new spot
and what new work friendships
did this spark?
A new, high-tech coffee
machine in the pantry.
Did the latest coffee machine
make you a barista, or did you
stick to instant (3 in 1)?
Tech Upgrade! a new
software interface.
What was your first 'win'
when navigating new
software at work?"
How did these changes make you feel?
As we discuss change management today, think about these everyday situations. How have you
managed these transitions, and what can they teach us about embracing the unfamiliar in our
organizations?
 


	5. Change Management is  the discipline that guides how we prepare, equip, and support individuals
to successfully adopt change to drive organizational success and outcomes.
What is Change Management ?
In today's rapidly evolving business landscape, effective change management is crucial for
organizations to adapt, survive, and thrive. It enables smoother transitions, minimizes resistance, and
promotes acceptance and engagement among stakeholders.
Have you heard of any of these companies who have gone through changes?
 


	6. Understanding Change Management  and the terms associated with it.
Change Leadership
Driving the change
with passion and
vision, leaders
empower teams to
aim for the future they
want.
Setting the direction
and motivating
everyone to follow,
especially when things
get tough.
CEOs, Directors, and
Senior Managers who
lead from the front.
Change Management
A planned approach to
move people smoothly
through change with
the right processes
and personal touch.
Making change less
daunting by managing
concerns and keeping
everyone on track.
Change Managers and
Project Leaders who
guide the change day-
to-day.
Change Adoption
Creating an
environment where
everyone feels
equipped and
supported to take on
new ways of working
Keeping the
momentum going with
ongoing training and
resources.
Trainers and Line
Managers who help
staff adjust and grow.
Change Integration
Bringing together
different change efforts
to ensure they
contribute to a cohesive
and adaptable
organization.
Ensuring all change
initiatives are
harmoniously
integrated for a
consistent and flexible
operation.
Strategy and Program
Managers who weave
various changes
seamlessly into the
business's ongoing
evolution.
Definition
Focus
Change Readiness
Assessing and boosting
how prepared people
are for change by
aligning their mindset
and practices with
what's coming
Making sure the team is
not just ready but eager
to take on new
challenges.
HR and Change
Mangers who prepare
the ground for change.
Typical
Roles
 


	7. Change Leadership
Steers the  change,
articulating the
'what' and the
'why,' and ignites
organizational
commitment
Change Management
Develops the 'how,'
detailing the strategic
plans and actions for
change execution
Change Adoption
Cultivates buy-in,
ensuring the 'who'
are engaged and the
change is embraced
at all levels
Change Integration
Weaves change into
the organizational
fabric, connecting
all elements for
cohesive and
enduring change
The Synergy of Change Management Elements
Effectively synergizing these elements of change management not only accelerates implementation but also
fosters long-term adoption and cultural transformation
Change Readiness
Assesses and
prepares the
organization,
determining the
optimal 'when' for
change.
 


	8. Why is Change  Management Important to the Organization?
Risk Mitigation
Example: The downfall of
Blockbuster, a stark reminder of
the risks of ignoring market shifts
towards digital and streaming
services.
Change Management is essential for organizational success to ensure employee engagement, optimizes
resource use, and aligns goals, turning challenges into opportunities for growth and innovation.
Key reasons and examples:
Adapting to Market Dynamics
Examples: Microsoft's shift to
cloud computing under Satya
Nadella, showcasing adaptability
in a changing tech landscape.
Effective Resource Utilization
Example: Toyota’s
implementation of the Just-In-
Time (JIT) system, revolutionizing
manufacturing efficiency and
resource utilization.
Employee Engagement and
Morale
Example: Google's continuous
innovation culture, encouraging
employee engagement and
sustaining morale
 


	9. Yet, Many Change  Efforts Fail…..
According to a survey by Blanchard (2019), only one-third
of change initiatives were clear successes, with leadership
issues being a significant contributing factor.
McKinsey & Company research indicates that about 70%
of change programs fail to achieve their goals……...
 


	10. Why Do Most  Change Management Efforts Fail?
Change Management is a critical component in the evolution and growth of organizations. Yet, its
complexity often leads to high rates of failure. Successfully managing change requires more than just
strategic planning; it involves people, culture, and adaptability. Despite best efforts, many organizations
struggle to navigate these intricacies effectively.
Key Reasons for Failure:
Poor Communication:
Fact: Prosci reports that 60% of change initiatives
fail due to poor communication about the
change's purpose and benefits.
Insufficient Planning and Resource
Allocation:
Figure: PMI states that 37% of project failures
are due to a lack of clearly defined objectives
and milestones.
Lack of Employee Engagement:
Fact: A Gallup study shows that only 30% of
employees are actively engaged in change
efforts, leading to resistance and failure.
Inadequate Leadership Support:
Figure: According to McKinsey, over 70% of
change programs fail due to lack of
leadership support and active sponsorship.
 


	11. The relatively low  success rates of change initiatives often lead to a critical question: If change is
so challenging, should we avoid it altogether?
What happened to these organizations?
If the success rates of most change efforts are so low, should we not change?
These organizations despite having the resources and opportunities, suffered due to a lack of vision,
resistance to change, or delayed response to market evolution.
 


	12. The Power of  Change
In today's fast-paced environment, change is not optional. It's a survival imperative, with the digital
revolution and globalization reshaping every industry.
While the consequences of resisting change can be dire, the rewards for embracing change can
secure a company’s legacy and lead to unprecedented growth
What happened to these organizations?
 


	13. In conclusion …….
The  goal isn't to avoid change but to become more adept at managing it. Success lies not
in the absence of failures but in the resilience to learn, adapt, and persist.
The Case for Change:
• Necessity:
Change is imperative for survival
and growth in a rapidly evolving
business landscape.
• Innovation and Adaptability:
Organizations that successfully
navigate change can seize new
opportunities, innovate, and stay
ahead of the competition.
Learning from Failures:
• Constructive Lessons:
Each unsuccessful change effort provides
valuable lessons, increasing the
knowledge base and improving future
strategies.
• Continuous Improvement:
Incorporating insights from past
experiences is essential to evolving
organizational change capabilities.
 


	14. Key Aspects of  Human Experience in Change
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	15. Key Aspects of  Human Experience in Change
• Change Management is the intentional process of moving people and processes from
current state to future state.
• Change management isn't just a strategic process; it's a deeply human one. People
change, organizations are shaped.
• Understanding how change affects individuals within an
organization is crucial. People must understand the future state.
• It's about navigating through a range of emotions and reactions
that change inevitably brings.
• People understand the future state better when:
• Leadership aligned around the “why”, “how” and “what” of the change efforts
• The change efforts is aligned with the organization’s vision, mission and values
• A clear and compelling vision of the future state where the objectives are achieved, and
people can succeed.
 


	16. 1/11/2024 Sample Footer  Text 16
Have you ever been taken aback by unexpected
changes at work or in life? How did you react?
Think of a time when a change made. What
emotions did you experience?
Questions
Your answers likely reflect a range of emotions, all of which play a crucial role in how we as individuals, and
collectively as organizations, navigate change.
 


	17. 1/11/2024 Sample Footer  Text 17
Recall a moment of significant change in your role.
What were the emotions that surfaced, and how
did they steer your journey toward adaptation?
Questions
 


	18. The Emotional Journey  in Adapting and Embracing change
• The emotional journey in adapting to change is deeply
personal. It involves a spectrum of feelings — from the
uncertainty and resistance that initially arise to the
acceptance and growth that follow.
• We all respond to change uniquely, with some feeling
excited and others feeling stressed, until we eventually
find acceptance.
• Adapting to change isn't a linear process; it's a cycle of
learning and relearning, a process of continually
reshaping our perspectives and approaches.
• Kübler-Ross Change Curve is a widely recognized model
that explains the emotional journey or human experience
in adapting and embracing change.
 


	19. Why we need  to learn about the Change Curve?
Today, we're not just learning about a model; we're gaining a new lens to view change—a tool that
empowers us to lead with empathy and insight
• Ever been hit by a change at work that left you feeling lost
or overwhelmed? That's where the Change Curve comes
in—it's not just a theory; it's your guide to dealing with
those 'uh-oh' moments we all face.
• Knowing this Curve is like having an inside scoop on why
we feel the way we do when things change around us. It's
about getting why you might feel upset, why your
teammate is so quiet all of a sudden, or why your boss
seems extra stressed.
• Picture how you’d feel being the person who can see
when someone's struggling with change and knows just
the right thing to say to help them start seeing things
positively.
 


	20. Kübler-Ross Change Curve
Individuals  initially
experience shock and
denial as a defense
mechanism.
As the reality of change sets
in, individuals may feel
frustrated and angry.
Individuals might try
to negotiate or seek
ways to avoid the
change.
A period of sadness when
individuals realize that
change is inevitable.
Individuals come to terms
with the change and start
exploring what it means for
them.
After accepting change,
individuals experiment,
decide on how to incorporate
change and finally, fully
integrate the change, often
gaining a fresh perspective
and purpose
• This model, originally developed to describe the grieving process, has been effectively applied to organizational
change and personal transitions. It outlines several stages that individuals typically go through when dealing
with change.
 


	21. Human Experience based  on Kübler-Ross Change Curve
"This can’t be
happening," or "There
must be some mistake."
"Why is this happening
to me?" or "This isn't
fair!".
"Let's make a deal," or
"What if we try it this
way instead?"
"What's the point?" or "I
don’t know if I can do
this.".
"It’s going to be okay," or "I
can work with this."
"Maybe this could work," or
"I’ll give it a try."
"I’m going to make this
succeed," or "I choose to
move forward."
"This is the new normal,"
 


	22. Navigating Change: Understanding  Anxieties and Fears
Fear of the unknown,
loss of comfort zone.
Fear of loss, trying
to regain control
Fear of irrelevance,
worry about the future.
Initial fear of
commitment to the new
reality
Change triggers two primary anxieties:
• Learning Anxiety is most prominent in the "Shock & Denial" and "Anger" stages, where individuals are first confronted
with change and may fear the implications on their skills and competence.
• Survival Anxiety often surfaces during the "Bargaining" and "Depression" stages, as individuals might worry about their
future if they do not adapt to the change.
Fear of incompetence,
anger over disruption
• Shock & Denial: Learning Anxiety
peaks as the comfort zone is
challenged.
• Anger: Learning Anxiety remains
high; individuals resist the change
due to fear of failure.
• Bargaining: Survival Anxiety rises as
individuals seek ways to avoid the
impacts of change.
• Depression: Survival Anxiety could
lead to a low point where the fear
of obsolescence is strong.
• Acceptance: Both anxieties
decrease as the individual begins to
engage with the change positively.
 


	23. How these Anxieties  and Fears Translate into Resistance to Change?
• Change triggers a primal instinct to avoid risk, activating our 'survival
mode' and prompting fears that challenge our sense of competence and
security.
• This instinct can evolve into three main forms of resistance responses to
new initiatives:
• Emotional Resistance (feeling): Feelings of confusion, stress, or loss
led to emotional disengagement.
• Cognitive Resistance (thinking): Doubts about the necessity or
benefits of change lead to skepticism.
• Behavioral Resistance (doing): This can appear as reduced
productivity, negativity, or even outright refusal to adopt new
practices.
• The journey from anxiety to resistance often follows a recognizable path:
• Encounter: Confronting the new change.
• Reaction: Feeling the stir of anxiety as change looms.
• Defense: Unconsciously mounting barriers against change.
• Manifestation: Observing tangible signs of resistance in behavior
and mindset
Reflect and Share
Recall when a new tool or process was
introduced in your workplace.
How did your initial anxieties, like Learning
Anxiety over using the tool effectively or
Survival Anxiety over job security, manifest
as resistance?
Discuss with a partner
 


	24. 1/11/2024 Sample Footer  Text 24
What are the Personal Consequences of Resisting
Change?
Questions
What an Individual Need to Know and Do about this
Resistance?
 


	25. Self Guided Strategies  - Moving Through the Change Curve
• Developing self-guided strategies to navigate the Change Curve can empower you to manage your own transition
through change.
Acknowledge
feelings of
frustration. Use
stress-reduction
techniques and
seek constructive
outlets for
expression.
Identify personal
signs of resistance.
Keep an open mind
to information and
actively seek to
understand the
reasons behind the
change.
Set realistic goals
for what can be
influenced. Engage
in solution-
oriented thinking
rather than
dwelling on what
might have been.
Practice self-care and reach
out for support when
needed. Reflect on personal
growth opportunities that
change can bring.
Begin to plan how to adapt.
Focus on the positive aspects
of change and the potential
for new opportunities.
Experiment with new roles
or procedures. Stay curious
and open to learning
 


	26. Change and Leadership
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	27. 1/11/2024 Sample Footer  Text 27
Consider the times you’ve faced significant changes.
How did the presence or absence of leadership guide your path from
Shock and Denial to acceptance?
How Does Leadership Shape Our Change Experience?
 


	28. 1/11/2024 Sample Footer  Text 28
Leadership's Tangible Impact on Change Outcomes
• Teams with high-quality leadership have a 70% chance of successful change implementation versus 10%
with poor leadership (PMI).
• Leaders who communicate clearly and frequently can improve team morale during change by up to 80%
(Change Management Learning Center).
• 82% of employees say they would trust their organization more if leaders communicated the reasons for
changes (Edelman Trust Barometer).
 


	29. 1/11/2024 Sample Footer  Text 29
Reflecting on Leadership and Change
We have established that the importance of Leaders in guiding
change in the organization. Now,
• Think about a time of significant change in your role. What
actions did your leaders take that impacted your experience?
• As a leader or a team member, how have you seen leadership
influence the pace and success of change initiatives?
 


	30. Leader’s Strategies -  Moving Through the Change Curve
• Guiding individuals through the stages of the Kübler-Ross Change Curve requires strategic interventions at each phase to
support and expedite the process
Create safe spaces
for expression and
dialogue. Address
concerns with
empathy and
provide direct
responses to
feedback.
Recognize the initial
resistance as a
natural starting
point and provide
clear, factual
information to
counteract rumors
and misinformation.
Involve individuals
in the change
process where
possible, allowing
them to contribute
to the solutions
and transitional
strategies
Offer support systems such
as counseling or peer
support groups. Emphasize
the temporary nature of this
stage and the support
available.
Begin to outline the benefits
of the change, highlighting
opportunities for personal
and professional growth.
Encourage trial and error
with new systems and
processes. Celebrate small
wins and learning moments
 


	31. Navigating the Complexity  of Change
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	32. Navigating the Spectrum  of Change
Adaptive Change:
These are
incremental changes
that fine-tune the
existing system. They
often involve
improvements to
processes, tools, or
services.
People Change:
This change is about
enhancing
capabilities to better
fulfill roles, especially
as job functions
evolve with
technology and
market demands.
Technological
Change:
The adoption of new
technologies to
enhance productivity,
innovation and
competitive
advantage.
It demands that
employees quickly
adapt to new tools or
platforms
Structural Change:
This change involve
the organization's
hierarchy and the
flow of information. It
can affect reporting
lines and job
responsibilities, often
leading to a shift in
power dynamics.
Cultural Change:
A shift in the
underlying beliefs,
practices, and norms
of an organization.
Perhaps the most
challenging as it
targets the heart of
how an organization
operates and requires
a deep commitment
from leadership.
Strategic Change:
A broad alteration in
the organization's
direction or
fundamental goals.
It's a comprehensive
change that may
involve redefining the
company's purpose,
market position, or
business model.
• Organizations often face various changes at once or in sequence, and leaders must recognize and manage each effectively.
• Different changes demand tailored strategies based on their impact and organizational reach.
 


	33. What About Organic  Change, Incremental Change and Transformational Change?
Organic Change:
It is a natural evolution of
processes and culture within
an organization. It's often
unplanned and emerges from
the collective contributions
of individuals. It fits into the
spectrum as a form of
adaptive change that is less
structured but can lead to
significant long-term
transformations if nurtured
correctly.
Incremental Change:
Incremental change involves
making small, continuous
improvements over time.
This change is methodical
and predictable, often
associated with adaptive
change. It reflects a cautious
approach to modification,
emphasizing stability and
risk aversion, contrasting
with the more radical
transformational change.
Transformational Change:
It a radical redefinition of an
organization's operations,
goals, or strategy. It is the
most complex change and
requiring a complete
overhaul of the status quo.
This type of change aligns
closely with strategic and
cultural changes but is
distinguished by its scale and
the depth of its impact on
the organizational core.
Instead of getting bogged down by labels, focus on comprehending the complexity of the change. Recognize
that all these terms reflect different points on the spectrum of change, from subtle shifts to complete
overhauls.
 


	34. Examples of Each  Type of Change - 1
Adaptive Change:
A retail company
adjusts its
checkout process
to reduce time by
integrating mobile
payment options
after noticing that
customers prefer
quick transactions.
People Change:
A multinational
corporation
launches a global
leadership
program aimed at
enhancing cross-
cultural
management skills
to prepare its
managers for
overseas
assignments
Technological
Change:
A financial services
firm adopts
blockchain
technology to
secure
transactions and
streamline the
verification
process,
significantly
reducing the time
needed for cross-
border payments.
Structural Change:
A manufacturing
company
restructures its
operations from a
centralized to a
decentralized
model, giving
individual plant
managers more
control and
responsibility over
their operations to
improve efficiency.
Cultural Change:
A technology
company
recognized for its
competitive, high-
stress environment
shifts towards a
culture of work-life
balance,
introducing flexible
working hours and
wellness programs.
Strategic Change:
An automotive
company
traditionally
focused on
gasoline vehicles
shifts its strategic
focus to electric
cars, redefining its
product line and
market positioning
in response to
environmental
trends.
 


	35. Strategic Approach for  Each Type of Change
Each type of change requires a unique strategic approach, considering the depth of its impact and the breadth of its reach
within the organization. We can structure the strategic approach by focusing on the "Why," "What," and "How"
Type of
Change
Adaptive People Technological Structural Culture Strategic
WHY
To maintain
relevance and
efficiency in an
evolving market.
To keep the
workforce skilled
and aligned with
current and future
To stay competitive
through enhanced
productivity and
innovation.
To improve
organizational
efficiency and
adaptability to new
business strategies.
To evolve the
collective mindset and
practices to be more
aligned with strategic
objectives.
To redefine and
redirect the
organization’s purpose
and objectives for
long-term success.
WHAT
Systematic
refinement of
operational
processes, product
enhancements,
policy updates.
Leadership
development,
cross-functional
training,
promotion of a
continuous
learning culture.
Digital
transformation
initiatives, software
upgrades,
integration of AI and
automation.
Redesign of
organizational
structure, streamlining
of processes,
consolidation of roles.
Revising mission
statements, setting
new behavioral
standards, promoting
diversity and inclusion.
Reassessing market
positioning,
diversification of
services or products,
strategic partnerships.
HOW
Regular review
cycles, encourage
innovation at all
levels, use of data
analytics for
informed
adjustments.
Mentorship
programs, cross-
departmental
collaborations,
performance and
potential
assessments.
IT skills assessment,
digital literacy
workshops, phased
rollout of new
technology with user
support.
Change management
frameworks, employee
feedback loops,
transition teams to
facilitate new
structures.
Cultural ambassadors,
regular town halls for
cultural alignment,
reward systems for
cultural champions.
Strategic retreats,
scenario planning,
transparent
communication of
strategic vision to all
stakeholders.
 


	36. A Structured Change  Management Approach
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	37. Why a Structured  Change Management Approach is Essential?
Incorporating a structured change management approach is vital for any organization looking to
evolve effectively.
WHY??
Alignment of Goals and
Actions to promote a clear and
unified direction for all
stakeholders
Employee Engagement and Buy-in
to encourage participation and
ownership for smooth transition
Risk Mitigation
to develop contingency plans
after identifying potential
obstacles and resistance
Enhanced Communication
to keep everyone informed, helping to
manage expectations and reduce
uncertainty
Efficient Use of Resources to
increase the ROI of change-
related initiatives
Measurement and Adaptation
to track progress, measuring
impact, and making necessary
adjustments to the change process
WHY??
 


	38. The Human Experiences  and the Four phases of Change Management Approach
Shock and
Denial
Anger
Acceptance
Bargaining
Depression
Time
Leaders identifying the
need for change;
change is not yet
public; no significant
emotional impact on
individuals
Fosus
Human
Experiences
Change is announced;
Individuals may react with
disbelief; clear and empathetic
communication is key
The activation of change may cause
frustration and negotiation attempts.
Feelings of loss may lead to low
morale; support structures are
needed to aid the transition.
Individuals begin to embrace
change. Continuous
reinforcement and recognition
solidify the new normal.
Insight and
Preparation
Strategy and
Communication
Execution and
Support
Integration and
Celebration
Assessment Planning and Design Implement Reinforcement
Phase
 


	39. The Desired Outcomes  of the Four phases Change Management Approach
Shock and
Denial
Anger
Acceptance
Bargaining
Depression
Time
Phase
Human
Experiences
Assessment Planning and Design Implement Reinforcement
Desired
Outcomes
• Understand current
state and change
necessity.
• Pinpoint change
objectives and
impacts.
• Align leadership on
change vision.
• A comprehensive change
management plan with
communication, training,
and support strategies.
• Risk assessment with
mitigation strategies for
anticipated challenges.
• Defined success metrics and
KPIs.
• Effective execution of the change
initiatives with active employee
participation.
• Maintenance of project momentum
through continuous communication
and support.
• Measurement of progress against
KPIs with adjustments as necessary.
• Full adoption and
institutionalization of the new
changes.
• Achieved improvements
reflected in performance
metrics.
• Ongoing engagement with
feedback loops for continuous
improvement.
 


	40. Phase
Assessment Planning and  Design Implement Reinforcement
Key
Activities
• Identify the drivers of change,
Confirm the Case for Change
and its Objectives.
• Conduct a stakeholder analysis
to gauge impact, support
levels, and leadership
alignment.
• Assess the organization's
readiness for change, including
leadership commitment.
• Develop a compelling change vision
and strategy, ensuring continuous
leadership alignment and buy-in.
• Perform a Change Impact
Assessment to identify the effects
on processes, systems, and people.
• Create detailed communication,
stakeholder engagement, and
training plans.
• Activate and execute the change
management plan.
• Provide support and resources,
including training and coaching, to
affected stakeholders.
• Collect data for ongoing
evaluation and necessary strategy
adjustments.
• Embed change into the company
culture through policy updates,
success stories, and rewards.
• Monitor long-term performance
against the change objectives.
• Establish mechanisms for ongoing
feedback and continuous
improvement.
The Key Activities of the Four phases Change Management Approach
Continuous Pulse Check, Communication and Project Management
 


	41. • Assess the  organization's
readiness for change, including
leadership commitment.
The Four phases Change Management Approach - Assessment
Essential Points Tools
• SWOT Analysis
• PESTLE Analysis: For a broader view of
external influences.
• Gap Analysis: To pinpoint the current vs.
desired state.
• Perform a comprehensive stakeholder analysis to
measure impact and support levels.
• Incorporate a step to confirm the case for change with
stakeholders to ensure there is a shared
understanding and consensus on the necessity of the
change initiative
• Stakeholder Mapping Matrix: For
visualizing stakeholder positions.
• Surveys and Interviews: To collect
direct feedback.
• Evaluate the organization’s readiness for change by
measuring leadership commitment and the
workforce's willingness to adapt.
• Utilize this assessment to reinforce the case for change
and to drive the urgency across the organization.
• Change Readiness Surveys: To gauge employee
willingness for change.
• OCAI: To evaluate cultural alignment with the
proposed change.
• Leadership Commitment Chart: To document and
track leadership buy-in.
• Uncover and articulate the clear drivers prompting
change, aligning them with the strategic goals of the
company.
• Validate these drivers with data and insights to
establish a strong, evidence-based case for change..
• Identify the drivers of change,
Confirm the Case for Change
and its Objectives.
• Conduct a stakeholder analysis
to gauge impact, support levels,
and leadership alignment.
Key Activities
 


	42. A Snapshot on  Leadership Alignment
Why Leadership Alignment is Important?
• Leadership alignment synchronizes actions and decisions
towards common goals, enhancing efficiency and
effectiveness in change initiatives
• Effective leadership and leadership alignment are critical in
driving successful organizational change (BCG and Research
Gate)
Guiding Questions for Leaders:
• Do I clearly understand the intent of change and how it aligns
with our organization’s vision and mission?
• Do I have to support the intent and what concerns do I have?
• What can I do to demonstrate and communicate my
commitment to the change process to inspire others?
• What actions will I take to support my team through this
change?
Approach on Leadership Alignment
• Conduct workshops and alignment sessions to build consensus
on the change vision.
• Use collaborative tools and strategy sessions to create shared
goals and action plans.
• Implement regular check-ins and feedback loops to maintain
alignment and address any misalignments promptly.
Sign of Leadership Team is aligned with the Intent of Change
• Consistent messaging from all leaders regarding the change
initiative.
• Visible support and proactive change advocacy by leadership in
their communication and actions.
• Decisions and policies across the organization reflect the
change objectives and vision.
What is Leadership Alignment?
• Leadership alignment refers to the extent to which leaders
share a common understanding, commitment, and approach
to organizational goals, especially during change.
• It's about having all leaders on the same page regarding the
vision, strategy, and the behaviors needed to drive change
 


	43. Three Staged Leadership  Alignment Workshop
Key Focuses:
• Defining Desired Outcomes: Establish
clear, actionable goals for the workshop.
• Understanding Perspectives: Use surveys
and interviews to gather insights.
• Setting the Agenda: Create a structured
agenda with collaborative activities.
Details and Questions:
• What are the specific objectives we aim
to achieve with this workshop?
• How do current leader perspectives align
with our strategic goals?
• What exercises will maximize
collaboration and focus during the
workshop?
Desired Outcomes:
• A comprehensive understanding of team
perspectives and workshop goals.
• An agenda that fosters active
participation and collaborative problem-
solving.
Stage 1: Pre-Work for Alignment
Key Focuses:
• Engagement: Encourage creativity and
full participation from all attendees.
• Collaboration: Utilize group exercises to
build consensus and shared
understanding.
• Insight Generation: Guide discussions to
yield actionable insights and decisions.
•Details and Questions:
• How can we ensure every leader is fully
engaged and contributing?
• In what ways can we foster a
collaborative environment in this
workshop?
• What strategies will help us generate
and capture valuable insights?
•Desired Outcomes:
• A team that is actively engaged and
aligned on the strategy.
• Concrete insights that pave the way for
actionable change.
Phase 2: Workshop Facilitation Phase 3: Post-Workshop Follow-Up
Key Focuses:
• Synthesis of Outcomes: Compile and
review workshop findings.
• Prioritization of Tasks: Determine
which actions should be taken first.
• Assignment of Ownership: Ensure
accountability by assigning tasks.
Details and Questions:
• What are the key takeaways and
decisions made during the workshop?
• Which tasks have the highest priority,
and who is best to lead them?
• How will we track progress and
maintain momentum post-workshop?
Desired Outcomes:
• A clear action plan with assigned
responsibilities.
• A mechanism for ongoing tracking and
accountability to implement the
strategy.
Follow-Up Actions:
• Schedule regular check-ins to monitor
progress.
• Use a reporting system to track progress.
• Facilitate additional sessions as needed
 


	44. The Key Drivers  for Change
Technological Advancement: Adoption of new
technologies to improve efficiency or product offerings
Market Trends: Netflix Changes in consumer
behavior or competitive dynamics.
Globalization: The need to expand into new markets or
harmonize operations across borders
Regulatory Changes: New laws or policies that
affect operational practices.
Economic Shifts: Recessions or booms that
necessitate operational adjustments.
Innovation: The introduction of new
products or business models.
Internal Performance Gaps: Recognition of inefficiencies
or underperformance within the company.
Leadership Change: New executives often bring new
strategic visions, leading to organizational change.
Competitive Pressure: The need to respond to rivals'
actions to maintain or improve market position.
Mergers and Acquisitions: Integrating operations,
cultures, and systems post-merger or acquisition.
 


	45. The Common Desired  Outcomes for Change
Change initiatives within organizations are often complex and multi-faceted, aiming to address various aspects of
operations, culture, and market positioning. Here is an extensive list of common desired outcomes of change
Improved Operational Efficiency
Organizations strive to optimize processes to reduce
waste, streamline workflows, and lower costs.
Enhanced Customer Experience
A focus on delivering superior service and product quality
to increase customer satisfaction and loyalty.
Increased Market Share
Expanding the customer base and capturing a larger
portion of the market to drive growth.
Innovation and Product Development
Fostering a culture of innovation to develop new
products or services that meet customer needs.
Cultural Transformation
Building a culture that aligns with modern work
practices and employee expectations to attract and
retain talent.
Digital Transformation
Leveraging technology to transform services or
operations to meet modern demands.
Regulatory Compliance and Risk Management
Ensuring business practices adhere to regulations
and managing potential risks proactively
Financial Performance
Improving the bottom line through various strategic
initiatives to deliver shareholder value
 


	46. The Relationship of  Key Drivers for Change and Common Desired Outcomes for Change
Key drivers and desired outcomes in change management are closely linked, much like cause and effect.
Drivers push organizations towards change; outcomes are what they're shooting for with these changes.
Let's dive into their dynamic interplay:
Technological Advancements
(Driver)
Digital Transformation
(Outcomes)
Businesses must adopt new technologies to
remain competitive, enhance operations, and
innovate product offerings.
Amazon has harnessed cutting-edge
technology to reinvent retail, using data
analytics and AI to personalize shopping
experiences and optimize logistics..
Amazon's adoption of AI and machine
learning has revolutionized not only retail
with personalized experiences but also
logistics with predictive delivery, setting
global benchmarks for efficiency and
customer service.
Leveraging technology leads to revolutionary
service models and transforms customer
interactions..
Case In Point: Amazon
 


	47. The Relationship of  Key Drivers for Change and Common Desired Outcomes for Change
Innovation
(Driver)
Innovation and Product
Development
(Outcomes)
The need to innovate drives companies to invest in R&D and create new products, often resulting in
staying ahead of competitors and leading the market
Leadership Changes
(Driver)
Strategic Reorientation
(Outcomes)
New leaders often bring fresh perspectives and can catalyze strategic shifts that realign the company's
direction with emerging opportunities
In each case, the driver of change is the cause that creates the need or opportunity for change, and the desired
outcome is the effect or the goal of the change effort. Understanding this relationship is crucial for leaders as it
helps to clarify why change is necessary and what it is intended to achieve. It also provides a framework for
developing strategies and plans that address both the drivers and the desired outcomes effectively.
 


	48. Key
Activities
The Four Phases  of Change Management: Planning and Design
Essential Points Tools
Develop a compelling change
vision and strategy, ensuring
continuous leadership
alignment and buy-in.
Perform a Change Impact
Assessment to identify the
effects on processes, systems,
and people
Create detailed
communication, stakeholder
engagement, and training
plans.
• Articulate a clear and inspiring vision for the future
that resonates with all levels of the organization.
• Define strategic objectives that are aligned with
the vision.
• Engage leadership for deep commitment and
ongoing support.
• Vision Workshops: To collaboratively define
the future state.
• Strategy Maps: To outline the path to
achieving the vision.
• Alignment Sessions: For continuous
leadership engagement and increased buy in
• Evaluate change impacts on business operations
and personnel.
• Anticipate employee roles changes and potential
resistance.
• Prepare support measures for high-impact areas.
• Impact Analysis Template: systematically
evaluate the consequences of change.
• Employee Surveys: To gather data on the
perceived impact and concerns.
• Focus Groups: To dive deeper into how
changes affect specific groups.
• Communicate the rationale, benefits, and
details of the change.
• Foster stakeholder involvement through
targeted initiatives.
• Design training for skill transitions and new
system adoptions.
• Communication Plan Framework: Outlines key
messages, channels, frequency, and audience.
• Stakeholder Engagement Matrix: Helps plan
and track engagement activities.
• Training Needs Analysis (TNA): Determines the
specific skills and knowledge required post-
change.
 


	49. Continuous Pulse Check,  Communication and Project Management : Planning and Design
Continuous Pulse Check Communication Project Management
Importance
Goal
How
Ensures the change initiative
remains aligned with
organizational objectives and
employee sentiment.
To maintain a real-time
understanding of the change
landscape to inform design
decisions.
Implement frequent, structured
feedback mechanisms and adjust
strategies based on this ongoing
input.
Builds the foundation for transparency
and trust throughout the change
process.
To establish clear, open channels that
facilitate two-way communication
between change leaders and
stakeholders.
Develop dynamic communication
strategy with a feedback loop, ensuring
messages resonate across the
organization
Provides a structured framework
to organize, manage, and
measure the change efforts.
To ensure all aspects of the change
initiative are delivered on time,
within scope, and on budget.
Use project management tools
and methodologies to outline
tasks, milestones, and
accountabilities.
 


	50. Why, What and  How - A Clear and Inspiring Vision for Change
• Gives Direction: It's like a map that
shows everyone where we're going
together.
• Boosts Energy: It gets people
excited about the journey and
ready to pitch in.
• Helps With Choices: It makes it
easier to decide what to do and
what not to do.
Why?? What?? How??
• Picture the Future: It's a
snapshot of what we're all
working towards.
• Stay True to Ourselves: It should
feel right at home with what we
believe in.
• Step-by-Step Path: It breaks
down the journey into steps we
can all follow.
• Everyone's Ideas Count: Let’s all
throw in our two cents to build
this vision together.
• Make It Everyone's Rallying Cry:
Help everyone see they're part of
this big dream.
• Keep It Simple and Real: Talk
about it in a way that hits home
and sticks in our minds.
 


	51. I have a  question : Is Company Vision the same as Vision for Change??
Company Vision:
• Definition: The overarching aspiration of what
the company seeks to become; a long-term
strategic guide.
• Characteristics: Broad, aspirational, and often
abstract. It remains constant over time.
• Example: A tech company's vision to "Connect
the world and empower people through
innovation."
Vision for Change:
• Definition: A specific, actionable plan for
transformation within a company; a pathway to
achieve the company vision.
• Characteristics: Focused, time-bound, and
pragmatic. It adapts to changing circumstances.
• Example: The same tech company's change vision to
"Transition to 100% renewable energy sources by
2025 to lead the industry in sustainability."
• Company vision provides the 'why', while the vision for change focuses on the 'how'
and 'when'. The two should be aligned but distinct, ensuring every step of change
brings the company closer to its ultimate vision.
• Clear, consistent messaging around both visions ensures everyone in the company
understands both the enduring purpose and the current direction.
• Regular alignment sessions can help ensure that the vision for change is not diverging
from the company's core vision but is a strategic response to immediate needs or an
acceleration towards the long-term goal
 


	52. A Snapshot on  Vision Workshop – Collaboratively Define the Future State
It is a collaborative exploration where the team define the collective tomorrow. It is the opportunity to shape the path
forward together.
Sample questions used and addressing the crucial aspects of Clear
and Inspiring Vision for Change:
1. What change do we want to be known for in ten years?
→ Future Legacy
2. How does our vision help us live our core values more fully?
→ Alignment with values
3. What will we have achieved that we can truly be proud of?
→ Defining Success
4. What are the key shifts we need to make to tackle new challenges
head-on?
→ Adaptation and Growth
5. How can we bring everyone on board to become active contributors
to this change?
→ Engagement and Ownership
Who Should Be Involved:
Cross-sectional representation from leadership to front-line employees,
ensuring diversity of thought and inclusivity.
Approach:
1. Storytelling to envision different future scenarios.
2. Breakout and Alignment sessions for focused discussions
on specific themes.
3. Real-time polls to gauge consensus and gather instant
feedback.
4. Design thinking exercises to foster creativity and practical
solutions.
Desired Outcomes:
• A shared and documented vision statement that
encapsulates the collective aspirations.
• Enhanced alignment across teams, with a clear
understanding of the strategic direction and individual roles
in this journey.
 


	53. A Snapshot on  Strategic Objectives – Crafting Targets that Bring Vision for Change to Life
Strategic objectives bridge the gap between our aspirational Vision for Change and real-world actions. By setting clear,
actionable, and measurable targets, we ensure that the vision translates into results.
Some questions and its objective in formulating Strategic Objectives :
1. What are the concrete results we aim to achieve with our Vision for
Change?
→ Vision to Tangible Outcome
2. How do our projected outcomes reflect our organization's mission
and uphold our core values
→ Alignment with values
3. Which specific milestones will measure our successful advancement
towards these outcomes??
→ Progress Measurement
Characteristic of Effective Strategic Objectives :
SMART.
Approach:
• Utilizing workshops and brainstorming sessions for
collective input.
• Analyzing market trends, internal capabilities, and
stakeholder feedback.
• Facilitate cross-functional team meetings to ensure
collaborative objective development.
Ensuring Alignment with Vision for Change:
• Regularly revisiting our Vision for Change to guide
objective-setting.
• Utilize strategy maps and scorecards to visualize progress
and ensure strategic objectives contribute effectively
towards the vision.
Who Should involved:
Leadership: Sets the direction and ensures vision alignment, Middle
Management: Converts objectives into departmental actions and other
Stakeholders: Provides diverse input for well-rounded objectives.
 


	54. Strategic Objectives based  on the – Are and Are Not
Strategic Objectives Are Not:
1. Wishful Thinking: They are not vague hopes
but concrete targets we aim for.
2. Set in Stone: They aren't unchangeable; we
can adapt them as needed.
3. One Person's Task: They're not the
responsibility of a single individual but a
collective effort.
4. Unrealistic Dreams: They aren't fantasies.
They're achievable with the resources and
time we have.
5. Just for Show: They are not just to impress
stakeholders. They have real substance and
drive action.
Strategic Objectives Are:
1. Plans for Winning: They outline the specific
steps we'll take to reach our vision.
2. Signposts: They mark important checkpoints on
our journey, showing us we're on the right
track.
3. Collaborative Commitments: They're promises
we make as a team, with everyone
understanding their part.
4. Changeable Plans: If we find a better way to get
to our goal, we can change our plans.
5. Measurements of Progress: They are
benchmarks we can clearly see and measure, so
we know our efforts are paying off.
 


	55. I have a  question: How many Strategic Objectives should we have in a Change Project?
Guiding Principle:
Quality Over Quantity:
• Aim for a handful of core objectives. Start small to make a big
impact, scaling up as needed for more extensive projects.
• The right number of strategic objectives is the smallest number
that fully captures the essential components of change.
Real-Life Examples:
• Local Café Revival:
• 3 Key Moves: Simplified menu, fresh branding,
community events.
• Result: Sales jumped by a third, becoming a
neighborhood favorite.
• Industry Giant Pivot:
• 7 Strategic Shifts: Merged units, new brand identity,
market expansion, tech upgrade, training programs, eco-
friendly practices, investor relations overhaul.
• Result: Led the market with cutting-edge tech, 25% more
customers.
Decision-Making Balance:
• Assess project scope, available resources, and
urgency.
• Ensure each objective can be effectively managed
and measured.
Consequences of Too Few Objectives:
• Missed opportunities for impactful change.
• Overlooking critical areas needing attention.
Consequences of Too Many Objectives:
• Diffused focus and resources.
• Overwhelm and confusion, leading to change
fatigue.
Strike the right number for a robust and clear path
forward, ensuring each objective is actionable,
measurable, and integral to the change journey
 


	56. Key Activities Essential  Points Tools
• Collect data for ongoing
evaluation and necessary
strategy adjustments.
The Four phases Change Management - Implement
• Activate and execute the
change management plan.
• Provide support and resources,
including training and coaching,
to affected stakeholders.
• Clearly communicate the change implementation's start
date and expectations to all stakeholders.
• Verify resource availability to support the change
activities—detail what is available and what might be
needed.
• Break down the plan into actionable and manageable steps
with assigned responsibilities.
• Project Management Software: To organize and
assign tasks, track progress, and manage
deadlines.
• Communication Platforms: To disseminate
information and updates effectively.
• Implementation Checklist: To ensure no critical
step is missed.
• Provide role-specific training and resources that cater
to the unique needs of different groups.
• Offer continuous learning and development
opportunities to support the change.
• Ensure all support materials are easily accessible to
those
• E-Learning Modules: For flexible, on-demand
training.
• Mentoring & Coaching Programs: Pairing
employees with mentors or coaches for
guidance.
• FAQ Repositories & Forums: For instant
problem-solving and peer support.
• Regularly track KPIs that are linked directly to the
change outcomes.
• Implement systems to gather feedback from all levels
within the organization.
• Establish a routine for reviewing progress and making
necessary adjustments swiftly.
• Data Dashboards: To visualize KPIs and other
important metrics.
• Feedback & Survey Tools: To collect input from
employees and stakeholders.
• Performance Management Systems: To align
strategy adjustments with individual
performance.
 


	57. Continuous Pulse Check,  Communication and Project Management : Implement
Continuous Pulse Check Communication Project Management
Importance
Goal
How
Monitors the heartbeat of
the change initiative during
execution.
To identify and address areas of
resistance or challenge as they
arise.
Conduct regular, informal feedback
sessions and observations to gauge
the mood on the ground and
address issues.
Key to engaging and informing all
levels of the organization about the
progress and impact of change.
To keep everyone informed and
motivated, and to address any
misinformation or concerns
promptly.
Execute the communication plan
using diverse channels and
feedback mechanisms to adjust
messaging as needed.
Critical for overseeing the
details and complexities of
implementing change.
To translate plans into action
with efficiency, resolving
issues promptly.
Continuously track progress
against the project plan,
managing resources and
adjusting timelines as needed.
 


	58. Key Activities Essential  Points Tools
• Establish mechanisms for
ongoing feedback and
continuous improvement.
The Four phases Change Management – Reinforcement
• Embed change into the
company culture through
policy updates, success
stories, and rewards.
• Monitor long-term
performance against the
change objectives
• Ensure the change is reflected in the way the
organization operates on a daily basis.
• Develop systems to acknowledge and reward behaviors
that support the change.
• Share success stories that highlight the benefits of the
change.
• Internal Communication Platforms: To share
success stories and updates.
• Rewards and Recognition Systems: To incentivize
and acknowledge desired behaviors.
• Policy Management Tools: To update and
disseminate new and changed company policies.
• Regularly track and report on key performance
indicators linked to change objectives.
• Conduct ongoing research to understand the long-
term impact of change.
• Periodically review processes to ensure the change
remains effective.
• Change Dashboard: For tracking performance
metrics over time.
• Survey and Feedback Tools: To capture in-depth
insights on long-term change impact.
• Audit : For conducting regular checks on the
sustainability of the change.
• Create channels for stakeholders to continuously
provide input on the change process.
• Implement iterative cycles of evaluation and
improvement.
• Empower individuals to drive continuous
improvement and act as liaisons for feedback
• Feedback Collection Platforms: To gather and
manage stakeholder input systematically.
• Project Management Tools: To organize and
track improvement initiatives.
• Collaboration Platform: To facilitate
communication between change champions and
the rest of the organization.
 


	59. Continuous Pulse Check,  Communication and Project Management : Reinforcement
Continuous Pulse Check Communication Project Management
Importance
Goal
How
Vital for ensuring the change
sticks and to measure long-
term success.
To solidify the change as part of
the organizational culture and
practice.
Regularly conduct feedback
sessions and impact assessments to
gauge employees' understanding of
the change's long-term effects
Helps to institutionalize the
change and celebrate successes.
To acknowledge contributions, share
successes, and reinforce the value of
the new state.
Share stories of success, lessons
learned, and the impact of change
through internal channels, creating a
narrative of continuous improvement.
Ensures that the change
initiative is formally closed out
and that all learnings are
captured.
To document outcomes, integrate
changes into standard operating
procedures, and transition
ownership.
Perform a formal project closure
process, document outcomes, and
integrate learnings into the
organization’s knowledge base.
 


	60. Transitioning from Learning  to Action
• Turning Plans into Performance: Research shows that companies who
apply change management practices meet project objectives 6 times
more often than those that don't. (Prosci’s Best Practices in Change
Management)
• Learning is Just the Start: On average, 70% of change initiatives fail
due to lack of engagement, execution, and leadership support. Today,
you become part of the 30% that succeeds. (McKinsey & Co.)
• Measure, Monitor, Adjust: Organizations that track progress post-
training see a 25% higher success rate in change implementation.
Identify key performance indicators (KPIs) for change today.
• Small Steps Lead to Big Change: A study by IBM found that successful
change is 80% leadership and 20% management. Begin with one
leadership action you'll take this week to spearhead transformation.
• Engagement Equals Efficiency: Engaged employees are 57% more
effective and 87% less likely to leave the company. Foster engagement
by actively involving your team in change efforts starting now.
(Corporate Leadership Council)
Final Thought:
"You do not learn to walk by following rules.
You learn by doing, and by falling over." –
Richard Branson
Challenge:
Be the change that you wish to see in the
workplace.
What's your first step going to be?
 


	61. My Experience in  HR:
• Diverse HR expertise and developed HR strategies
across various industries
• Advocate for Talent Empowerment and continuous
Learning Development
• Led Change and Culture programs, driving
effectiveness.
https://www.linkedin.com/in/azis-chin-61489a1b/
azis.chin@gmail.com
Connect for a Potential Collaborative Future
Providing Services for Passion Projects
• Customized HR Consulting: Tailoring solutions to your
unique HR and business challenges.
• Crafting HR Frameworks : Manpower Planning to
Leadership Effectiveness
• Tailored Training Programs: Bridging skill gaps to
enhance leadership and operational effectiveness
Transforming Experience into Passion Projects: HR Consulting and Training Partner
My Passion in HR:
Empowering People, Transforming Organizations - Partnering for progress in HR,
leadership and culture
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