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Big	ideas	in	10	minutes	or	less	Explore	our	library	of	more	than	2,000	interviews	with	the	worlds	biggest	thinkers.	Learn	from	the	worlds	biggest	thinkers	Get	insights	from	thought	leaders	across	all	fields	and	industries.	Explore	the	worlds	biggest	questions	Dive	in	and	think	big	with	us.	Original	video	series	from	the	biggest	thinkers	in	the	world.
The	illusion	of	self	and	the	illusion	of	free	will,	explained	Why	does	it	feel	like	the	world	is	falling	apart?	The	science	of	menopause	in	13	minutes	Yuval	Noah	Harari:	An	AI	scenario	you	should	not	ignore	Why	Texas	and	Florida	are	Americas	NEW	economic	powerhouses	The	data	on	datingand	the	golden	rule	for	better	luck	The	truth	about
supplements,	from	a	doctor	The	unethical	myth	about	having	children	Natures	perfect	balance	is	a	mystery	scientists	are	trying	to	decode	How	your	brain	works	in	an	emergency,	in	9	minutes	Our	information	pipelines	have	shifted.	Theyre	fueling	conspiracy	theories	People	say	altruism	is	selfish.	Theyre	not	wrong	Get	Smarter,	Faster.	Sign	up	for
free.	Get	Big	Think+	for	Business	Enable	transformation	at	your	company	with	Big	Think+.	In	an	increasingly	remote	world,	its	more	important	than	ever	that	you	have	a	scalable,	digital	resource	to	build	culture	and	enable	transformation.	Unlock	potential	across	your	organization	by	building	the	capabilities	that	are	relevant	today	and	will	continue
to	be	relevant	in	the	future	with	Big	Think+.From	leadership	with	Simon	Sinek	to	design	thinking	with	Sara	Blakely,	our	learning	content	features	expert	insights	from	the	worlds	biggest	thinkers.	Thats	why	brands	like	Ford,	PwC,	and	BMO	trust	Big	Think	to	help	employees	learn	and	grow.	Prosci	has	been	publishing	industry-leading	research	and
content	on	change	management	for	more	than	two	decades.	Through	this	research	and	client	feedback,	we	identified	six	focus	areas	where	change	practitioners	need	more	resources	and	support.	Read	on	for	five	tips	in	each	of	these	areas,	along	with	in-text	links	to	deeper	content.5	Tips	for	Succeeding	in	Change	ManagementThese	tips	focus	on
applying	an	intentional,	structured	and	customized	approach	to	managing	the	people	side	of	an	organizational	change.	In	Prosci's	most	recent	Best	Practices	in	Change	Management	benchmarking	study,	the	use	of	a	structured	approach	was	the	#2	contributor	to	success,	and	use	of	a	methodology	correlated	with	meeting	project	objectives.	The	other
tip	highlighted	engaging	those	in	the	organization	who	are	the	face	and	voice	of	change:	your	senior	leaders	and	people	managers.Start	early	be	more	proactive	to	avoid	"fire	fighting"	and	damage	controlApply	structure	be	more	effective	and	efficient,	and	increase	the	credibility	of	the	work	you	are	doingCustomize	your	approach	understand	your
unique	situation	and	adapt	accordinglyEngage	employee-facing	roles	prepare,	equip	and	support	those	who	are	the	face	and	voice	of	change	in	your	organization	to	be	successfulFocus	on	the	individual	remember	that	organizations	don't	change,	people	do5	Tips	for	Managing	ResistanceResistance	to	change	is	one	of	the	major	issues	change
management	addresses.	Participants	in	Prosci's	Best	Practices	in	Change	Management	benchmarking	studies	consistently	reveal	that	a	change-resistant	culture	is	a	top	obstacle	to	success.	However,	change	management	extends	beyond	the	systematic	elimination	of	resistance.	It	includes	engaging	employees	and	creating	a	compelling	case	for	the
need	to	manage	change	proactively.	When	change	management	is	applied	effectively,	much	resistance	can	be	avoided.	A	formal	and	forward-looking	approach	to	mitigating	resistance	and	addressing	the	root	causes	of	resistance	results	in	better	performance.Do	change	management	right	the	first	time	effective	change	management	can	eliminate
many	of	causes	of	resistance	before	it	occursExpect	resistance	do	not	be	surprised	by	resistance;	expect	it	and	plan	for	itAddress	resistance	formally	incorporate	resistance	management	planning	in	all	phases	of	your	change	management	strategy	and	plan	developmentIdentify	the	root	causes	make	sure	that	you	aren't	simply	responding	to	the
symptom	but	really	addressing	what	is	causing	the	resistanceEngage	the	"right"	resistance	managers	senior	leaders	and	people	managers	are	the	right	people	in	the	organization	to	manage	resistance5	Tips	for	Better	CommunicationsCommunication	is	another	regularly	cited	top	contributor	to	success	in	our	benchmarking	research.	The
communication	plan	is	one	of	the	recommended	core	change	management	plans	in	the	Prosci	Methodology	and	part	of	the	structured	communication	effort	that	begins	early	in	the	project	lifecycle.	Communications	should	answer	the	key	questions	people	have	during	change,	such	as,	"Why	is	the	change	happening?"	"What	are	the	risks	of	not
changing?"	and	"What's	in	it	for	me?"	Doing	so	creates	momentum	for	change.Structure	your	efforts	including	sequencing	messages	and	creating	a	formal	deliverableStart	earlier	even	if	you	do	not	have	all	the	answers,	share	what	you	can	and	share	when	more	answers	are	expectedCommunicate	more	often	frequent	communications	are	critical	to
successful	change	managementAnswer	the	questions	people	have	avoid	focusing	on	the	details,	and	focus	instead	on	the	reasons	for	the	change	and	personal	impacts	of	the	changeUser	preferred	senders	senior	leaders	for	business	messages	and	people	managers	for	personal	messages5	Tips	for	Developing	People	Managers	as	Change	CoachesPeople
managers	are	some	of	the	most	important	allies	in	times	of	change.	They	have	the	proximity	to	and	relationships	with	employees	that	are	critical	for	building	support	and	navigating	resistance.	Unfortunately,	many	people	managers	are	not	enabled	with	the	skills	and	tools	they	need	to	become	great	leaders	of	change.	Remember,	being	a	great
manager	and	being	a	great	change	leader	are	two	different	things.	People	managers	must	first	be	on	board	with	a	change	before	they	can	lead	their	direct	reports	through	the	change.Get	them	on	board	people	managers	need	to	go	through	their	own	change	process	before	supporting	their	direct	reportsShare	the	role	you	expect	including	high-level
and	detailed	actionsBuild	competencies	appreciate	that	leading	change	is	a	competency	that	can	and	must	be	developedProvide	tools	including	individual	change	models,	tip	sheets	and	information	for	fulfilling	rolesEnable	them	with	support	help	people	managers	succeed	at	leading	change	with	peer	and	expert	support	5	Tips	for	Building
Organizational	Change	Management	CompetencyAs	organizations	face	more	and	more	change,	effectively	managing	change	is	becoming	an	increasingly	important	strategic	capability.	However,	building	an	organizational	change	management	competency	is	a	significant	undertaking.	You	are	fundamentally	changing	how	the	organization	reacts	to
change.	When	organizations	decide	to	build	this	competency,	they	must	treat	the	effort	as	both	a	project	and	a	change	to	be	managed.	Research	shows	that	successfully	deploying	change	management	across	and	organizationwhat	we	call	enterprise	change	managementrequires	focus	and	intent.Treat	it	as	a	project	building	the	competency	requires	a
set	of	planned	actions	and	someone	to	manage	themTreat	it	as	a	change	you	are	asking	people	to	do	their	job	differently;	it	requires	change	management	to	deploy	change	managementUtilize	a	holistic	strategy	actions	are	needed	in	the	leadership,	project,	skill,	structure	and	process	areasDedicate	a	team	a	representative	team	needs	to	lead	the	effort
to	deploy	change	managementSecure	sponsorship	like	any	organization-wide	change,	deploying	change	management	needs	effective	and	well-placed	sponsorship5	Tips	for	Addressing	Change	SaturationChange	saturation	occurs	when	there	is	so	much	change	occurring	that	it	has	negative	consequences.	Given	competitive,	customer	and	economic
demands,	many	organizations	are	facing	a	point	of	change	saturation--resulting	in	negative	impacts	on	individuals,	projects	and	organizations.	Once	your	organization	begins	to	consider	the	overall	change	load,	and	the	cumulative	and	collective	impact	on	employees,	you	can	begin	to	manage	the	portfolio	of	change	more	effectively.Clearly	define
saturation	and	its	elements	recognize	that	change	saturation	occurs	when	the	amount	of	change	(change	disruption)	is	greater	than	the	amount	of	change	an	organization	can	handle	(change	capacity)Understand	why	saturation	occurs	no	one	is	focusing	on	the	collective	impact	of	the	changes	taking	placeShare	the	consequences	of	being	saturated
individuals,	projects	and	the	organization	as	a	whole	suffer	when	there	is	too	much	changeManage	the	portfolio	of	change	a	structured	process	can	help	you	understand,	evaluate	and	better	manage	your	changesManage	each	change	more	effectively	when	a	change	is	managed	well,	it	takes	up	less	change	capacity	than	when	it	is	managed
poorlyChange	management	is	the	strategic	foundation	organizations	rely	on	to	transition	efficiently	and	achieve	long-term	growth.A	structured	approach	helps	businesses	address	challenges,	minimize	disruption,	and	maintain	alignment	with	their	goals.	With	the	right	strategies	in	place,	companies	can	unlock	untapped	potential,	maximize	returns,
and	position	themselves	for	measurable	success.1.	Change	management	strategies	help	organizations	transition	efficiently	while	minimizing	disruptions.2.	Clear	objectives,	stakeholder	alignment,	and	strong	communication	are	essential	for	success.3.	Training	and	resource	allocation	support	employee	adoption	and	long-term	scalability.4.	Monitoring
progress	with	measurable	metrics	ensures	alignment	with	organizational	goals.5.	Strong	leadership	inspires	trust	and	drives	collaboration	during	transitions.Change	management	is	an	organization's	structured	approach	to	transition	teams,	individuals,	and	processes	from	their	current	state	to	a	desired	outcome.	It	focuses	on	preparing	and	equipping
people	to	adapt	effectively	to	adjustments	in	business	processes,	technologies,	organizational	structures,	or	cultural	practices.	This	process	incorporates	clear	planning,	communication,	and	leadership	to	guide	transformations	while	minimizing	disruption.Effective	change	management	addresses	operational	shifts	and	the	human	factors	in	adopting
new	strategies.	It	aligns	organizational	goals	with	practical	methods	for	managing	resistance	and	fostering	collaboration.	This	approach	is	critical	for	improving	productivity,	achieving	scalable	results,	and	creating	long-term	growth	and	adaptability	opportunities.Strategic	change	management	provides	a	structured	way	to	address	the	complexities	of
organizational	transformation.	Without	a	clear	plan,	shifts	in	processes	or	technologies	can	disrupt	operations,	create	inefficiencies,	and	reduce	employee	morale.	Organizations	focusing	on	structured	methodologies	can	align	goals,	manage	resistance,	and	maintain	productivity	during	transitions.Using	effective	change	management	strategies	helps
businesses	reduce	risks,	improve	scalability,	and	achieve	measurable	outcomes.	These	approaches	create	opportunities	to	maximize	returns,	align	stakeholders,	and	establish	processes	prepared	for	future	demands.	Integrating	strategic	planning	with	practical	execution	empowers	companies	to	unlock	untapped	potential	and	deliver	impactful
results.Adopting	effective	change	management	strategies	can	help	organizations	address	these	moments	with	confidence	and	clarity.Every	organization	faces	moments	where	transformation	becomes	necessary.	Effective	change	management	strategies	can	help	organizations	address	these	moments	confidently	and	clearly.	A	structured	approach	to
change	empowers	teams,	mitigates	disruption,	and	unlocks	untapped	potential,	paving	the	way	for	growth	and	measurable	outcomes.	Focusing	on	actionable	steps	and	clear	goals	allows	businesses	to	manage	transitions	effectively,	align	stakeholders,	and	achieve	results	that	drive	competitive	advantage.A	detailed	plan	is	the	cornerstone	of	any
successful	change	management	initiative.	Organizations	must	establish	clear	objectives,	map	out	the	steps	required	to	achieve	them,	and	identify	key	milestones.	Each	plan	phase	should	have	specific	deliverables	that	align	with	measurable	outcomes.Anticipating	potential	obstacles	is	just	as	important.	Building	flexibility	into	the	plan	helps	minimize
delays	while	aligning	with	broader	business	goals.	A	well-thought-out	plan	reduces	confusion	and	accelerates	the	transition	process,	allowing	teams	to	adapt	seamlessly.Clear	and	consistent	communication	builds	trust	and	promotes	alignment	during	times	of	changestakeholders	at	every	level	benefit	from	understanding	the	transformation's	goals,
purpose,	and	expected	outcomes.	Transparency	eliminates	misunderstandings	and	fosters	engagement.Communication	strategies	should	incorporate	multiple	formats,	such	as	team	meetings,	status	updates,	and	visual	dashboards.	This	approach	ensures	that	all	individuals	involved	are	informed	and	engaged,	creating	a	stronger	foundation	for
achieving	the	desired	outcomes.Honesty	is	vital	when	managing	change.	Leaders	should	address	concerns	directly,	share	updates	candidly,	and	remain	approachable	throughout	the	transition	process.	Employees	are	more	likely	to	embrace	change	when	they	feel	leadership	values	their	input	and	supports	their	success.Creating	a	culture	of	trust
strengthens	collaboration	and	reduces	resistance.	Employees	who	trust	leadership	are	more	willing	to	participate	in	the	process,	contributing	ideas	and	energy	that	efficiently	move	the	organization	toward	its	goals.A	structured	roadmap	provides	a	clear	visual	representation	of	the	change	process.	Breaking	down	the	initiative	into	defined	phases	with
specific	timelines	and	deliverables	helps	teams	stay	on	track	and	focused.Using	project	management	tools	to	document	and	track	progress	adds	visibility	to	the	process.	When	teams	see	how	each	step	connects	to	the	broader	objectives,	they	are	better	equipped	to	meet	deadlines	and	stay	aligned	with	organizational	priorities.Adopting	new	systems,
technologies,	or	processes	requires	adequate	training	and	resources.	Comprehensive	programs	designed	to	bridge	skill	gaps	give	employees	the	confidence	to	adapt	and	perform	their	roles	effectively.	Tailored	materials	like	online	tutorials	or	in-person	workshops	are	valuable	for	accelerating	learning.Providing	resources	promotes	higher	engagement
and	reduces	the	risks	associated	with	errors	or	inefficiencies.	Training	empowers	teams	to	excel	in	the	new	setup,	creating	a	more	productive	and	future-ready	workforce.Active	participation	fosters	a	sense	of	ownership	among	employees.	Involving	team	members	through	brainstorming	sessions,	collaborative	discussions,	and	feedback	opportunities
strengthens	alignment	and	increases	commitment	to	the	process.When	employees	feel	included	in	shaping	the	transition,	they	advocate	for	the	initiative.	This	involvement	minimizes	resistance	and	promotes	a	sense	of	shared	responsibility	for	achieving	successful	outcomes.Timelines	must	strike	a	balance	between	urgency	and	practicality.	Overly
aggressive	deadlines	can	overwhelm	teams,	while	excessively	long	timelines	risk	losing	focus	and	momentum.	Breaking	the	process	into	smaller,	manageable	phases	makes	it	easier	to	stay	on	course.Each	phase	should	include	measurable	milestones	to	maintain	progress.	Recognizing	these	achievements	motivates	teams	and	reinforces	the	importance
of	staying	committed	to	the	change	initiative.Measuring	progress	is	key	to	identifying	strengths	and	addressing	gaps	during	the	change	process.	Metrics	such	as	employee	adoption	rates,	efficiency	improvements,	or	cost	reductions	provide	valuable	insights	into	performance.Regular	analysis	of	these	metrics	allows	teams	to	refine	their	strategies	and
maintain	alignment	with	the	organization's	goals.	Tracking	measurable	outcomes	helps	sustain	momentum	and	provides	data-centered	insights	for	future	initiatives.Flexibility	is	critical	to	maintaining	alignment	during	the	change	process.	Gathering	feedback	from	employees	and	stakeholders	provides	actionable	insights	into	whats	working	and	where
improvements	are	needed.Incorporating	this	input	into	the	plan	demonstrates	a	commitment	to	continuous	improvement,	ensuring	strategies	remain	relevant	and	effective.	Iterative	adjustments	not	only	optimize	outcomes	but	also	build	trust	and	collaboration	across	teams.Leadership	plays	a	pivotal	role	in	the	success	of	any	change	management
effort.	Clear	communication,	consistent	actions,	and	a	commitment	to	the	vision	inspire	team	confidence.	Leaders	set	the	tone	for	the	transition,	encouraging	collaboration	and	reinforcing	the	importance	of	the	initiative.Decisive	leadership	ensures	that	challenges	are	addressed	effectively	and	momentum	is	sustained	throughout	the	process.	When
employees	see	leadership	active	in	the	transition,	they	are	more	likely	to	support	the	effort	and	contribute	to	its	success.A	culture	of	adaptability	strengthens	an	organizations	readiness	for	ongoing	transformation.	Encouraging	continuous	learning,	recognizing	team	contributions,	and	celebrating	milestones	instills	confidence	and	resilience	in
employees.Embedding	change	readiness	into	the	companys	DNA	enables	businesses	to	position	themselves	to	tackle	future	challenges	effectively.	An	adaptable	workforce	aligned	with	strategic	goals	ensures	scalable	success	and	long-term	growth.Change	is	an	opportunity	to	enhance	processes,	increase	scalability,	and	create	organizational	value.
Tailoring	these	approaches	to	align	with	your	business	goals	allows	you	to	maximize	returns,	strengthen	stakeholder	alignment,	and	unlock	new	opportunities	for	long-term	growth.Clear	and	consistent	communication	builds	trust	and	promotes	alignment	during	times	of	change.A	well-structured	change	management	plan	is	critical	for	minimizing
disruptions,	aligning	stakeholders,	and	achieving	measurable	outcomes.	Below	are	nine	steps	to	build	a	robust	plan	tailored	to	your	organizational	goals.Define	clear	objectives	and	scope:	Outline	the	purpose	of	the	initiative,	specifying	the	areas	it	will	impact	and	the	goals	it	aims	to	achieve.	Measurable	objectives	should	align	with	broader	business
priorities	and	provide	a	benchmark	for	success.Conduct	a	readiness	assessment:	Evaluate	the	organizations	capacity	to	adapt	to	the	proposed	changes.	Identify	strengths,	weaknesses,	and	potential	risks	that	may	impact	progress,	then	create	strategies	to	address	these	factors	effectively.Identify	key	stakeholders:	Determine	the	individuals	and	groups
affected	by	the	change	and	assess	their	influence	and	involvement.	Develop	a	strategy	to	engage	stakeholders,	address	their	concerns,	and	foster	collaboration.Develop	a	detailed	communication	plan:	Establish	a	structured	communication	strategy	to	keep	everyone	informed.	Use	multiple	channels,	such	as	meetings,	newsletters,	and	dashboards,	to
deliver	consistent	and	timely	updates.Create	a	phased	roadmap:	Break	the	change	process	into	manageable	phases,	each	with	specific	milestones	and	deliverables.	A	phased	approach	allows	teams	to	focus	on	incremental	achievements,	maintaining	momentum	while	reducing	complexity.Invest	in	training	and	resources:	Equip	employees	with	the
skills	and	tools	to	adapt	to	new	systems	or	processes.	Comprehensive	training	programs,	workshops,	and	online	resources	help	reduce	learning	curves	and	improve	productivity.Assign	roles	and	responsibilities:	Clarify	the	responsibilities	of	leaders,	teams,	and	individual	contributors	in	executing	the	plan.	Accountability	at	all	levels	promotes
alignment	and	supports	efficient	execution.Monitor	progress	and	gather	feedback:	Use	metrics	to	track	progress	and	measure	outcomes	at	every	stage.	Regular	feedback	sessions	help	identify	areas	for	improvement	and	enable	timely	adjustments	to	the	strategy.Focus	on	continuous	improvement:	Analyze	lessons	learned	from	each	phase	and
incorporate	these	insights	into	future	efforts.	Ongoing	optimization	ensures	the	change	initiative	remains	scalable	and	aligned	with	organizational	goals.These	nine	steps	create	a	change	management	plan	that	delivers	measurable	business	impact,	reduces	disruptions,	and	accelerates	time	to	value.	Structured	planning	ensures	that	your	organization
remains	adaptable	and	prepared	for	future	challenges.Evaluating	change	management	strategies	helps	organizations	quantify	their	impact	and	refine	future	initiatives.	Businesses	can	use	clear	metrics	and	key	performance	indicators	(KPIs)	to	measure	how	effectively	transitions	align	with	goals	like	scalability,	cost	efficiency,	and	stakeholder
alignment.Adoption	rates	highlight	how	well	employees	adapt	to	new	processes	or	systems,	offering	insight	into	the	effectiveness	of	training	and	communication.	Improvements	in	operational	performance,	such	as	higher	productivity	or	fewer	errors,	indicate	whether	the	initiative	is	delivering	on	its	promises.	Tracking	cost	reductions	and	return	on
investment	(ROI)	demonstrates	the	financial	value	achieved	through	change	efforts,	highlighting	how	initiatives	unlock	business	potential	and	deliver	measurable	results.Feedback	from	employees	and	stakeholders	adds	depth	to	these	assessments,	identifying	areas	of	success	and	potential	adjustments.	Organizations	that	focus	on	continuous
evaluation	gain	the	ability	to	optimize	their	strategies,	accelerate	time	to	value,	and	build	more	effective	approaches	for	future	transformations.	Robust	measurement	creates	accountability,	drives	alignment,	and	reinforces	the	lasting	benefits	of	well-executed	change	management	efforts.Change	management	strategies	pave	the	way	for	streamlined
transitions,	measurable	outcomes,	and	sustainable	business	impact.	At	Lumenalta,	we	specialize	in	crafting	tailored	solutions	that	align	with	your	business	goals,	empowering	you	to	stay	ahead.	Lets	create	a	brighter	path	together.More	so	than	ever	right	now,	teams	are	working	in	a	fully	remote	or	hybrid	way.	This	means	its	more	important	than	ever
to	have	effective	change	management	strategies	in	place,	to	suit	this	new	way	of	working.	For	leaders,	an	important	part	of	this	is	making	sure	that	we	do	everything	in	our	power	to	make	our	hybrid	and	remote	teams	feel	appreciated	and	listened	to.	When	organizations	take	an	approach	to	change	management	that	is	process-driven,	systematic,	and
transactional,	ultimately	these	essential	ingredients	can	get	lost.	We	live	in	a	world	that	is	driven	forward	by	rapid	innovation	and	technological	advancement,	at	a	rate	that	if	were	being	honest,	many	of	us	find	quite	overwhelming.	Whilst	as	human	beings,	we	are	also	growing	and	changing	all	the	time,	we	dont	evolve	at	quite	the	same	rate	and	deep
down	we	all	have	the	same	fundamental	needs	that	have	always	been	there	to	feel	valued,	respected,	and	like	what	we	have	to	say	matters.	Its	very	natural,	therefore,	that	as	humans	were	wary	of	change,	and	change	management	strategies	that	account	for	that	are	much	more	likely	to	succeed.	The	human	side	of	change	management	When	I	work
with	clients	undergoing	organizational	change,	I	often	encounter	the	following	scenario.	Ill	meet	with	the	leadership	team	of	the	company	and	ask	them	how	theyre	handling	their	merger	or	other	big	organizational	change	and	spend	fifteen	minutes	or	more	listening	to	a	discussion	of	workstreams,	processes,	organizational	structures,	and	systems,
without	a	single	mention	of	people.	At	that	point,	I	always	have	a	few	questions	for	them.	How	have	their	teams	reacted	to	the	news?	What	will	it	mean	for	their	roles	within	the	company?	What	message	are	they	receiving	about	why	this	is	happening?	All	too	often,	the	answer	seems	to	be	more	of	an	afterthought.	Many	discussions	of	change
management	revolve	around	the	what	of	the	change,	rather	than	the	why	and	how,	which	are	equally,	if	not	more	important.	If	you	want	your	team	to	accept	any	kind	of	organizational	change,	then	they	need	to	know	why	its	happening,	what	the	benefits	will	be,	and	how	their	role	will	change	as	a	result.	Involving	them	in	these	conversations	in	a
meaningful	way	will	show	them	that	you	value	their	opinions	and	are	taking	them	into	account	in	your	decisions.	After	all,	our	teams	are	what	make	the	work	we	do	possible,	and	their	wellbeing	should	be	at	the	forefront	of	all	decisions	we	make.Group	of	paper	airplane	in	one	direction	and	with	one	individual	pointing	in	the	different	way,	can	...	More
be	used	leadership/individuality	concepts.(	3d	render	)getty	Tips	for	team	centered	change	management1.	Never	lose	sight	of	the	why	you	will	probably	have	heard	the	quote	life	is	10%	what	happens	to	us	and	90%	how	we	react	to	it.	(Charles	Swindoll)	As	humans,	were	emotional	creatures	and	even	the	most	rationally	minded	of	us	will	have	an
instinctive	emotional	reaction	to	change.	This	is	why	the	why	is	so	much	more	important	than	the	what	we	are	not	computers	that	can	take	new	information	and	process	it	in	a	neutral	way;	its	human	nature	to	want	to	know	why	something	is	happening,	especially	when	it	could	result	in	fundamental	changes	to	everyday	life.	Make	the	time	to	explain
the	why	to	your	team	so	that	everyone	is	on	the	same	page.2.	Make	sure	your	messaging	is	aligned	if	you	want	change	to	be	successful	and	accepted	within	the	business,	all	of	your	leaders	and	people	managers	will	need	to	approach	their	teams	with	the	same	language.	Its	easy	to	think	during	discussions	of	change	management	that	everyone	is
aligned	around	a	particular	message,	only	to	discover	that	each	member	of	the	leadership	team	has	delivered	the	message	to	team	members	in	a	completely	different	way.	Ensure	that	everyone	in	the	leadership	team	maintains	a	consistent	tone	and	adopts	the	same	language	to	address	the	change	with	their	team	to	spread	positivity	and	alignment
behind	the	change.	3.	Include	responses	to	change	in	leadership	training	dealing	with	the	wide	variety	of	possible	reactions	to	change	from	team	members	is	not	something	thats	often	covered	in	leadership	training,	but	its	a	gap	that	needs	to	be	addressed.	If	handled	properly,	change	can	be	a	great	opportunity	to	edify	your	team	and	give	your
managers	the	skills	to	become	better	leaders.	However,	this	can	only	be	achieved	if	managers	approach	discussions	about	business	change	with	an	intentional	positivity	and	unified	vision	for	the	future	of	the	business.	4.	Pay	special	attention	to	behavior	what	are	the	reasons	why	team	members	may	be	resistant	to	or	fearful	of	this	change?	To	make
sure	you	are	getting	your	positive,	optimistic	vision	of	the	future	across	to	them,	you	need	to	be	acutely	aware	of	any	potential	roadblocks.	Discussing	the	language	you	will	use	to	talk	about	the	change,	and	how	to	assuage	any	doubts	your	team	could	conceivably	have	about	whats	happening,	is	crucial	to	a	smooth	transition.	Regular	communications
about	whats	going	on,	even	if	there	isnt	much	to	report	at	times,	is	also	key	for	putting	your	team	at	ease.5.	Make	storytelling	your	superpower	a	great	way	to	convey	the	why	and	tap	into	positive	emotions	in	your	team	is	to	give	them	a	story	they	can	get	behind	about	why	this	change	is	happening.	The	facts	and	figures	may	satisfy	their	logical	side,
but	their	emotional	side	needs	a	vision	of	what	the	future	could	look	like	that	goes	beyond	the	numbers.	Give	positive	examples	of	how	the	current	situation	could	be	improved	by	the	change,	and	what	opportunities	it	will	bring	about	for	the	team,	and	for	specific	individuals.	This	may	be	something	you	can	actively	work	on	with	the	leadership	team	if
theyre	not	natural	storytellers.6.	Give	your	team	space	to	express	themselves	your	team	are	more	than	likely	to	have	many	questions,	thoughts,	and	feelings	about	whats	happening,	and	its	important	that	they	feel	able	to	share	those	with	you.	Make	space	for	discussion	amongst	the	team	about	the	change,	and	your	team	will	feel	included	in	the
change	and	motivated	to	embrace	it	as	an	opportunity.	Its	also	important	to	be	proactive	rather	than	waiting	for	issues	to	arise	before	having	a	meeting	make	a	point	of	scheduling	discussions	about	change	for	their	own	sake	before	doubts	are	given	the	chance	to	form.7.	Give	your	team	a	purpose	you	can	control	at	times	of	great	change	when	a	lot	is
still	up	in	the	air,	as	humans	we	naturally	feel	a	little	uneasy.	To	counteract	this	within	your	team,	it	helps	to	have	something	concrete	to	rally	behind	like	a	shared	project	or	objective.	This	could	be	anything	from	a	work	charity	initiative	to	simply	maintaining	a	great	service	whilst	undergoing	organizational	change.	You	dont	need	to	shy	away	from
talking	about	the	things	that	are	currently	out	of	your	control	about	whats	happening,	just	make	sure	that	you	also	have	meaningful	goals	to	work	on	that	put	the	uncontrollables	in	perspective.8.	Emphasise	the	opportunities	for	everyone	change	can	bring	opportunity,	but	it	can	also	have	less	welcome	consequences.	It	may	mean	that	positions	or
indeed	whole	teams	are	cut	out	of	the	picture.	Its	important	to	make	sure	that	everyone	in	the	organization	feels	safe	and	supported,	and	can	view	it	as	an	opportunity	even	if	it	will	involve	some	upheaval.	I	once	worked	with	a	global	healthcare	organization	who	were	relocating	one	of	their	UK	offices	to	Eastern	Europe,	which	meant	one	of	their	UK
teams	was	disbanding.	The	way	they	handled	this	change	with	the	team	in	question	was	excellent	those	who	wanted	to	stay	were	given	a	range	of	opportunities	including	training	programs	and	the	opportunity	to	gain	recognized	qualifications.	These	opportunities	for	development	offset	the	sense	of	uncertainty	about	the	future	and	made	the	team	feel
valued	and	motivated.9.	Be	reactive	to	ongoing	change	its	always	tempting	to	bury	your	head	in	processes	and	implementation,	but	when	youre	dealing	with	a	big	change	thats	exactly	the	opposite	of	what	you	should	be	doing.	Successful	organizational	change	happens	when	team	leaders	are	constantly	monitoring	change	on	an	organizational	and
team	level,	and	the	effects	that	it	is	having.	Whats	resonating,	what	needs	more	attention,	and	what	really	isnt	working	and	needs	a	rethink	or	scrapping	altogether?	These	are	all	questions	that	need	to	be	asked	if	you	want	to	manage	change	in	an	efficient	and	agile	way.10.	Live	the	change	being	a	positive	role	model	for	your	team	is	something	I	talk
about	a	lot	in	my	articles	and	sessions	with	clients,	and	its	doubly	important	in	times	of	change.	Your	team	looks	to	you	to	know	how	to	manage	and	react	to	new	situations	at	work,	and	if	youre	not	acting	in	alignment	with	the	new	vision,	you	cant	expect	them	to.	Weve	discussed	the	importance	of	using	the	right	language	and	tone	when	talking	about
change	with	your	team,	but	if	your	actions	dont	match	your	words	then	the	change	is	doomed	to	fail.In	any	change	management	strategy,	my	team	always	supports	clients	to	think	through	our	three	pillars	of	change:	what	we	believe,	how	we	behave,	and	the	tools	we	use.	The	first	two	are	very	often	overshadowed	by	the	third,	but	the	tools	action
plans,	processes,	systems,	etc	-	are	largely	irrelevant	to	our	teams	without	a	vision	and	a	rationale	for	change.	The	need	to	understand	why	is	a	very	human	desire	(along	with	the	need	for	value,	appreciation,	and	respect).	By	accounting	for	human	nature	in	our	change	management	approach,	we	can	build	greater	trust	within	our	team	and	motivate
and	inspire	them	to	embrace	change	in	a	much	more	impactful	way.Prosci	has	been	publishing	industry-leading	research	and	content	on	change	management	for	more	than	two	decades.	Through	this	research	and	client	feedback,	we	identified	six	focus	areas	where	change	practitioners	need	more	resources	and	support.	Read	on	for	five	tips	in	each
of	these	areas,	along	with	in-text	links	to	deeper	content.5	Tips	for	Succeeding	in	Change	ManagementThese	tips	focus	on	applying	an	intentional,	structured	and	customized	approach	to	managing	the	people	side	of	an	organizational	change.	In	Prosci's	most	recent	Best	Practices	in	Change	Management	benchmarking	study,	the	use	of	a	structured
approach	was	the	#2	contributor	to	success,	and	use	of	a	methodology	correlated	with	meeting	project	objectives.	The	other	tip	highlighted	engaging	those	in	the	organization	who	are	the	face	and	voice	of	change:	your	senior	leaders	and	people	managers.Start	early	be	more	proactive	to	avoid	"fire	fighting"	and	damage	controlApply	structure	be
more	effective	and	efficient,	and	increase	the	credibility	of	the	work	you	are	doingCustomize	your	approach	understand	your	unique	situation	and	adapt	accordinglyEngage	employee-facing	roles	prepare,	equip	and	support	those	who	are	the	face	and	voice	of	change	in	your	organization	to	be	successfulFocus	on	the	individual	remember	that
organizations	don't	change,	people	do5	Tips	for	Managing	ResistanceResistance	to	change	is	one	of	the	major	issues	change	management	addresses.	Participants	in	Prosci's	Best	Practices	in	Change	Management	benchmarking	studies	consistently	reveal	that	a	change-resistant	culture	is	a	top	obstacle	to	success.	However,	change	management
extends	beyond	the	systematic	elimination	of	resistance.	It	includes	engaging	employees	and	creating	a	compelling	case	for	the	need	to	manage	change	proactively.	When	change	management	is	applied	effectively,	much	resistance	can	be	avoided.	A	formal	and	forward-looking	approach	to	mitigating	resistance	and	addressing	the	root	causes	of
resistance	results	in	better	performance.Do	change	management	right	the	first	time	effective	change	management	can	eliminate	many	of	causes	of	resistance	before	it	occursExpect	resistance	do	not	be	surprised	by	resistance;	expect	it	and	plan	for	itAddress	resistance	formally	incorporate	resistance	management	planning	in	all	phases	of	your
change	management	strategy	and	plan	developmentIdentify	the	root	causes	make	sure	that	you	aren't	simply	responding	to	the	symptom	but	really	addressing	what	is	causing	the	resistanceEngage	the	"right"	resistance	managers	senior	leaders	and	people	managers	are	the	right	people	in	the	organization	to	manage	resistance5	Tips	for	Better
CommunicationsCommunication	is	another	regularly	cited	top	contributor	to	success	in	our	benchmarking	research.	The	communication	plan	is	one	of	the	recommended	core	change	management	plans	in	the	Prosci	Methodology	and	part	of	the	structured	communication	effort	that	begins	early	in	the	project	lifecycle.	Communications	should	answer
the	key	questions	people	have	during	change,	such	as,	"Why	is	the	change	happening?"	"What	are	the	risks	of	not	changing?"	and	"What's	in	it	for	me?"	Doing	so	creates	momentum	for	change.Structure	your	efforts	including	sequencing	messages	and	creating	a	formal	deliverableStart	earlier	even	if	you	do	not	have	all	the	answers,	share	what	you
can	and	share	when	more	answers	are	expectedCommunicate	more	often	frequent	communications	are	critical	to	successful	change	managementAnswer	the	questions	people	have	avoid	focusing	on	the	details,	and	focus	instead	on	the	reasons	for	the	change	and	personal	impacts	of	the	changeUser	preferred	senders	senior	leaders	for	business
messages	and	people	managers	for	personal	messages5	Tips	for	Developing	People	Managers	as	Change	CoachesPeople	managers	are	some	of	the	most	important	allies	in	times	of	change.	They	have	the	proximity	to	and	relationships	with	employees	that	are	critical	for	building	support	and	navigating	resistance.	Unfortunately,	many	people
managers	are	not	enabled	with	the	skills	and	tools	they	need	to	become	great	leaders	of	change.	Remember,	being	a	great	manager	and	being	a	great	change	leader	are	two	different	things.	People	managers	must	first	be	on	board	with	a	change	before	they	can	lead	their	direct	reports	through	the	change.Get	them	on	board	people	managers	need	to
go	through	their	own	change	process	before	supporting	their	direct	reportsShare	the	role	you	expect	including	high-level	and	detailed	actionsBuild	competencies	appreciate	that	leading	change	is	a	competency	that	can	and	must	be	developedProvide	tools	including	individual	change	models,	tip	sheets	and	information	for	fulfilling	rolesEnable	them
with	support	help	people	managers	succeed	at	leading	change	with	peer	and	expert	support	5	Tips	for	Building	Organizational	Change	Management	CompetencyAs	organizations	face	more	and	more	change,	effectively	managing	change	is	becoming	an	increasingly	important	strategic	capability.	However,	building	an	organizational	change
management	competency	is	a	significant	undertaking.	You	are	fundamentally	changing	how	the	organization	reacts	to	change.	When	organizations	decide	to	build	this	competency,	they	must	treat	the	effort	as	both	a	project	and	a	change	to	be	managed.	Research	shows	that	successfully	deploying	change	management	across	and	organizationwhat	we
call	enterprise	change	managementrequires	focus	and	intent.Treat	it	as	a	project	building	the	competency	requires	a	set	of	planned	actions	and	someone	to	manage	themTreat	it	as	a	change	you	are	asking	people	to	do	their	job	differently;	it	requires	change	management	to	deploy	change	managementUtilize	a	holistic	strategy	actions	are	needed	in
the	leadership,	project,	skill,	structure	and	process	areasDedicate	a	team	a	representative	team	needs	to	lead	the	effort	to	deploy	change	managementSecure	sponsorship	like	any	organization-wide	change,	deploying	change	management	needs	effective	and	well-placed	sponsorship5	Tips	for	Addressing	Change	SaturationChange	saturation	occurs
when	there	is	so	much	change	occurring	that	it	has	negative	consequences.	Given	competitive,	customer	and	economic	demands,	many	organizations	are	facing	a	point	of	change	saturation--resulting	in	negative	impacts	on	individuals,	projects	and	organizations.	Once	your	organization	begins	to	consider	the	overall	change	load,	and	the	cumulative
and	collective	impact	on	employees,	you	can	begin	to	manage	the	portfolio	of	change	more	effectively.Clearly	define	saturation	and	its	elements	recognize	that	change	saturation	occurs	when	the	amount	of	change	(change	disruption)	is	greater	than	the	amount	of	change	an	organization	can	handle	(change	capacity)Understand	why	saturation	occurs
no	one	is	focusing	on	the	collective	impact	of	the	changes	taking	placeShare	the	consequences	of	being	saturated	individuals,	projects	and	the	organization	as	a	whole	suffer	when	there	is	too	much	changeManage	the	portfolio	of	change	a	structured	process	can	help	you	understand,	evaluate	and	better	manage	your	changesManage	each	change
more	effectively	when	a	change	is	managed	well,	it	takes	up	less	change	capacity	than	when	it	is	managed	poorly	Change	is	not	typically	a	word	that	excites	people.	Yet,	change	is	a	must	for	organizations	that	want	to	keep	pace	with	an	evolving	marketplace.	So,	how	can	leaders	manage	change	successfully	when	their	people	are	not	always	excited	to
execute?The	most	effective	way	to	change	our	organizations	and	achieve	better	results	is	to	alter	the	approach	we	takeincluding	the	types	of	conversations	we	have,	the	behaviors	we	model	and	the	processes	for	getting	things	done.	When	we	do	that,	we	set	the	wheels	in	motion	for	executing	new	strategies	successfully.Nine	Steps	to	Manage	Change
Successfully	in	Your	OrganizationEmbracing	change	is	a	requirement	for	growth.	In	business,	as	in	life,	this	means	stepping	outside	our	comfort	zones	to	get	to	new	heights.	Bridging	the	gap	between	the	need	for	change	and	employee	acceptance	of	and	adherence	to	that	change	is	one	of	the	hardest	things	to	do.	Here	are	some	steps	you	can	take	to
successfully	manage	change	in	your	organization.1.	Follow	a	processOrganizations	that	are	most	successful	in	implementing	change	know	where	they	are	and	where	they	want	to	go	and	they	are	willing	to	follow	a	well-defined	process	to	help	them	get	there.	The	playbook	for	change	is	just	as	important	as	the	talent	to	execute.What	to	do:	Find	a
proven	process	that	you	believe	will	work	for	your	organization	and	the	nature	of	the	change.	Be	sure	it	considers	the	roles	of	your	leaders,	managers	and	individual	contributors.	The	best	change	processes	include	rigor	on	alignment,	implementation	and	sustainment.2.	Start	with	the	executivesIf	you	dont	have	total	alignment,	clarity	and	conviction	at
the	executive	level,	your	employees	will	know.	And	this	will	hinder	acceptanceor	more	likelykeep	your	change	efforts	from	being	successful.	We	often	find	that	change	efforts	are	an	intellectual	activity	for	executives	and	an	emotional	one	for	everyone	else.	While	the	executive	team	is	driving	the	change,	they	may	or	may	not	be	impacted	by	it
personally.	But	your	people	will	be.	They	need	to	know	the	executive	team	is	clear,	aligned	and	personally	committed	to	the	change.	In	short,	the	executives	must	become	the	change	that	they	want	to	see	in	others.In	fact,	when	managers	and	employees	on	the	frontline	are	asked	about	their	confidence	in	a	new	strategy,	they	often	respond	with	the
same	comments.	The	comments	are	that	the	strategy	is	not	the	problem;	rather,	its	the	fundamental	uncertainty	and	disbelief	that	leaders	will	change	their	behaviors	to	bring	it	to	life.	Leaders	must	be	transparent	with	their	own	behavioral	change	to	set	the	pace	for	the	rest	of	the	organization.What	to	do:	54%	of	executives	do	not	believe	their
companys	strategy	will	lead	to	success.	What	this	statistic	tells	us	is	that	even	executives	are	not	always	committed	to	the	change.	To	avoid	this,	engage	leaders	and	align	them	on	their	view	of	the	business	current	situation,	identify	the	barriers	to	success,	define	a	shared	view	of	the	future	direction	to	create	strong	conviction	and	consider	the	role	of
culture	change	in	driving	strategic	success	across	the	organization.	Alignment	is	about	creating	so	much	clarity	that	there	is	little	room	for	confusion,	disorder,	infighting	and	other	distractions.	It	enables	unprecedented	accountability	and	leadership	rigor	that	cant	help	but	drive	successful	change	management.3.	Consider	the	needs	and	perceptions
of	all	stakeholders	in	the	change	processWhether	this	is	done	by	completing	stakeholder-specific	plans	or	simply	contemplating	the	thoughts	and	considerations	of	leaders,	managers,	individuals	and	customers,	seeing	the	change	through	the	eyes	of	stakeholders	is	valuable	for	preparation	and	planning.What	to	do:	At	a	minimum,	the	perspectives	of
employees,	managers,	customers	and	partners	should	be	considered	before	completing	the	overall	plan.	Fully	thinking	through	how	the	change	impacts	everyone	across	the	business	enables	better	engagement	because	there	is	clarity	around	the	outcomes	needed	by	each	group.4.	Pay	attention	to	the	individual	change	process.Every	individual	goes
through	his	or	her	own	personal	process	during	a	transition.	This	personal	transition	process	usually	involves	three	phases:Letting	Go:	Every	transition	begins	with	an	ending	or	a	loss.	When	things	change,	people	leave	behind	the	way	things	were	in	the	previous	situation.	This	is	hard	for	people	to	do.Exploration:	Also	called	the	neutral	zone,	this	is	a
potentially	confusing	and	frustrating	time	between	the	old	way	and	the	new.Acceptance:	Acceptance	can	only	happen	after	people	have	let	go	of	the	past	and	have	spent	some	time	exploring	the	future.	In	this	phase,	people	let	go	of	the	past	and	start	to	identify	with	their	new	destination.Executives	leading	changewho	are	personally	impacted	by	the
changeexperience	this	same	change	process.	Often	leaders	are	uncomfortable	exposing	their	own	vulnerabilities	regarding	change	with	their	people.	However,	nothing	is	more	powerful	in	leading	change	than	to	see	a	leader	personally	committed	to	changing	his/her	own	behaviors	and	sharing	personal	change	experiences.What	to	do:	Its	important
for	leaders	and	managers	to	respect	the	fact	that	people	will	lose	somethingperhaps	something	as	significant	as	their	job	title	or	responsibilities.	Showing	empathy	to	this	fact	through	communications,	town	hall	meetings	or	one-on-one	conversations	goes	a	long	way.	Make	sure	people	understand	the	new	rules	of	the	roadwhat	they	need	to	do
differently	in	their	processes,	behaviors,	roles	and	responsibilities.	Its	equally	important	to	ensure	managers	are	prepared	to	lead	people	through	this	transition	and	can	provide	the	right	level	of	clarity	where	needed.	People	will	get	to	the	final	transition	at	different	points.	It	will	be	important	to	offer	several	opportunities	for	people	to	learn	and
discuss.	It	cant	be	a	one-and-done	approach.5.	Focus	on	managersManagers	are	critical	to	keeping	employees	engaged	and	productive	and	can	be	instrumental	in	helping	leaders	manage	change.	Managers	are	also,	unfortunately,	the	most	overlooked	group	in	an	organization	when	it	comes	to	developing	the	skills	that	make	the	difference	between
change	failure	and	success.	These	include	communicating,	interpersonal	skills,	team	building	and	coaching.	If	managers	cant	operationalize	the	desired	changes,	then	the	total	investment	and	effort	will	be	sub-optimized.	Managers	must	understand	the	strategy	and	then	translate	it	in	a	way	that	is	relevant	for	each	employee.What	to	do:	Every
manager	should	receive	the	tools	and	knowledge	to	truly	understand	the	business,	including	what	changes	are	needed	and	why.	They	need	to	know	their	role	and	many	need	to	up	their	game	in	working	with	people,	especially	in	times	of	change.	They	must	be	able	to	connect	their	teams	to	the	business	to	help	them	understand	the	why	and	how	of
their	job.	Finally,	they	need	to	understand	how	their	team	delivers	results	and	how	it	affects	the	strategic	outcomes	the	organization	is	driving	toward.6.	Effectively	handle	resistanceResistance	is	a	natural	part	of	the	change	process;	it	is	impossible	to	avoid	it	entirely	and	better	to	embrace	it.	Each	time	you	allow	resistance	to	have	a	voice	in	the
room,	you	minimize	its	voice	outside	the	room.	Let	people	know	it	is	okay	to	struggle	with	change,	but	the	struggle	needs	to	be	timebound.	Help	create	forums	for	people	to	challenge	the	change,	discuss	the	change	and	then	be	engaged	in	the	solutions	for	successful	changes	they	can	make	in	their	roles.What	to	do:	Set	the	expectation	that	resistance
is	a	normal	part	of	change;	that	it	is	actually	expected.	Being	really	curious	about	resistance	and	how	to	honor	it	will	help	you	create	even	stronger	plans	for	executing	on	strategic	change.	Its	important	as	a	leadership	team	to	be	thoughtful	about	specific	plans	(see	#2),	defining	clear	measures,	piloting	and	testing	the	concepts	with	certain	parts	of
the	organization,	proving	those	successes	and	then	sharing	those	successes	before	moving	forward.	Its	a	slower	road,	but	it	has	proven	to	be	much	more	effective	in	implementing	change.7.	Celebrate	early	wins.As	the	change	takes	hold,	you	will	have	some	successes	youll	want	to	replicate	quickly	(both	at	an	organizational	and	individual	level).	To	do
that,	capture	those	successes	and	communicate	them	broadly.What	to	do:	Convert	the	early	wins,	no	matter	how	small,	into	success	stories	people	can	understand.	These	stories	let	people	know	what	you	want	more	of	in	the	organization	and	allow	others	to	reflect	on	whether	they	could	do	anything	similar.	These	stories	also	reinforce	that	small
contributions	really	do	matter.8.	Sustain	the	dialogue.Dialogue	is	the	oxygen	of	change.	Creating	methods	to	enable	ongoing	dialogue	at	all	levels	of	the	business	demonstrates	a	commitment	to	the	change	that	is	authentic	and	healthy.	This	brings	greater	clarity	to	what	is	working	and	what	isnt	working.	However,	those	conversations	need	to	be
continued	and	reinforced.What	to	do:	Potential	ways	to	sustain	important	conversations	and	help	manage	change	for	the	long-term	include	town	hall	forums	or	manager	meetings.	Focus	on	asking	questions	such	as	What	is	going	well?	and	What	needs	do	you	have	that	we	havent	thought	of?	Alternatively,	if	it	works	with	your	business	model	and
company	culture,	some	organizations	set	up	an	online	forum	for	people	to	share	ideas	and	questions.9.	Be	clear	on	the	metrics	for	success.Success	should	not	be	fuzzy.	When	your	people	understand	the	size	of	the	prize	and	how	their	contributions	matter,	they	are	more	motivated	to	achieve	the	desired	results.	Everyone	should	be	visualizing	the	same
thing,	and	they	should	be	in	lockstep	on	how	to	achieve	it.What	to	do:	As	part	of	your	sustainment	activities,	you	should	regularly	report	on	organizational	progress	toward	the	defined	targets.	Its	also	critical	to	make	those	targets	clear	during	the	rollout	of	the	changes	and	new	strategy.And	There	You	Go!	Nine	Tactics	on	How	to	Manage	Change
SuccessfullyIn	general,	very	few	people	choose	an	uncomfortable	change	for	themselves,	unless	the	pressure	of	not	changing	is	meaningful.	Strategic	change	can	create	anxiety	and	fear.	It	challenges	peoples	confidence.	But,	it	is	a	necessity	for	many	organizations	that	want	to	grow	and	be	a	market	leader.	Following	a	process	and	leveraging	some	of
these	suggested	steps	could	make	a	huge	impact	on	how	well	the	business	does	at	executing	strategic	change.	Prosci	has	been	publishing	industry-leading	research	and	content	on	change	management	for	more	than	two	decades.	Through	this	research	and	client	feedback,	we	identified	six	focus	areas	where	change	practitioners	need	more	resources
and	support.	Read	on	for	five	tips	in	each	of	these	areas,	along	with	in-text	links	to	deeper	content.5	Tips	for	Succeeding	in	Change	ManagementThese	tips	focus	on	applying	an	intentional,	structured	and	customized	approach	to	managing	the	people	side	of	an	organizational	change.	In	Prosci's	most	recent	Best	Practices	in	Change	Management
benchmarking	study,	the	use	of	a	structured	approach	was	the	#2	contributor	to	success,	and	use	of	a	methodology	correlated	with	meeting	project	objectives.	The	other	tip	highlighted	engaging	those	in	the	organization	who	are	the	face	and	voice	of	change:	your	senior	leaders	and	people	managers.Start	early	be	more	proactive	to	avoid	"fire
fighting"	and	damage	controlApply	structure	be	more	effective	and	efficient,	and	increase	the	credibility	of	the	work	you	are	doingCustomize	your	approach	understand	your	unique	situation	and	adapt	accordinglyEngage	employee-facing	roles	prepare,	equip	and	support	those	who	are	the	face	and	voice	of	change	in	your	organization	to	be
successfulFocus	on	the	individual	remember	that	organizations	don't	change,	people	do5	Tips	for	Managing	ResistanceResistance	to	change	is	one	of	the	major	issues	change	management	addresses.	Participants	in	Prosci's	Best	Practices	in	Change	Management	benchmarking	studies	consistently	reveal	that	a	change-resistant	culture	is	a	top	obstacle
to	success.	However,	change	management	extends	beyond	the	systematic	elimination	of	resistance.	It	includes	engaging	employees	and	creating	a	compelling	case	for	the	need	to	manage	change	proactively.	When	change	management	is	applied	effectively,	much	resistance	can	be	avoided.	A	formal	and	forward-looking	approach	to	mitigating
resistance	and	addressing	the	root	causes	of	resistance	results	in	better	performance.Do	change	management	right	the	first	time	effective	change	management	can	eliminate	many	of	causes	of	resistance	before	it	occursExpect	resistance	do	not	be	surprised	by	resistance;	expect	it	and	plan	for	itAddress	resistance	formally	incorporate	resistance
management	planning	in	all	phases	of	your	change	management	strategy	and	plan	developmentIdentify	the	root	causes	make	sure	that	you	aren't	simply	responding	to	the	symptom	but	really	addressing	what	is	causing	the	resistanceEngage	the	"right"	resistance	managers	senior	leaders	and	people	managers	are	the	right	people	in	the	organization
to	manage	resistance5	Tips	for	Better	CommunicationsCommunication	is	another	regularly	cited	top	contributor	to	success	in	our	benchmarking	research.	The	communication	plan	is	one	of	the	recommended	core	change	management	plans	in	the	Prosci	Methodology	and	part	of	the	structured	communication	effort	that	begins	early	in	the	project
lifecycle.	Communications	should	answer	the	key	questions	people	have	during	change,	such	as,	"Why	is	the	change	happening?"	"What	are	the	risks	of	not	changing?"	and	"What's	in	it	for	me?"	Doing	so	creates	momentum	for	change.Structure	your	efforts	including	sequencing	messages	and	creating	a	formal	deliverableStart	earlier	even	if	you	do
not	have	all	the	answers,	share	what	you	can	and	share	when	more	answers	are	expectedCommunicate	more	often	frequent	communications	are	critical	to	successful	change	managementAnswer	the	questions	people	have	avoid	focusing	on	the	details,	and	focus	instead	on	the	reasons	for	the	change	and	personal	impacts	of	the	changeUser	preferred
senders	senior	leaders	for	business	messages	and	people	managers	for	personal	messages5	Tips	for	Developing	People	Managers	as	Change	CoachesPeople	managers	are	some	of	the	most	important	allies	in	times	of	change.	They	have	the	proximity	to	and	relationships	with	employees	that	are	critical	for	building	support	and	navigating	resistance.
Unfortunately,	many	people	managers	are	not	enabled	with	the	skills	and	tools	they	need	to	become	great	leaders	of	change.	Remember,	being	a	great	manager	and	being	a	great	change	leader	are	two	different	things.	People	managers	must	first	be	on	board	with	a	change	before	they	can	lead	their	direct	reports	through	the	change.Get	them	on
board	people	managers	need	to	go	through	their	own	change	process	before	supporting	their	direct	reportsShare	the	role	you	expect	including	high-level	and	detailed	actionsBuild	competencies	appreciate	that	leading	change	is	a	competency	that	can	and	must	be	developedProvide	tools	including	individual	change	models,	tip	sheets	and	information
for	fulfilling	rolesEnable	them	with	support	help	people	managers	succeed	at	leading	change	with	peer	and	expert	support	5	Tips	for	Building	Organizational	Change	Management	CompetencyAs	organizations	face	more	and	more	change,	effectively	managing	change	is	becoming	an	increasingly	important	strategic	capability.	However,	building	an
organizational	change	management	competency	is	a	significant	undertaking.	You	are	fundamentally	changing	how	the	organization	reacts	to	change.	When	organizations	decide	to	build	this	competency,	they	must	treat	the	effort	as	both	a	project	and	a	change	to	be	managed.	Research	shows	that	successfully	deploying	change	management	across
and	organizationwhat	we	call	enterprise	change	managementrequires	focus	and	intent.Treat	it	as	a	project	building	the	competency	requires	a	set	of	planned	actions	and	someone	to	manage	themTreat	it	as	a	change	you	are	asking	people	to	do	their	job	differently;	it	requires	change	management	to	deploy	change	managementUtilize	a	holistic
strategy	actions	are	needed	in	the	leadership,	project,	skill,	structure	and	process	areasDedicate	a	team	a	representative	team	needs	to	lead	the	effort	to	deploy	change	managementSecure	sponsorship	like	any	organization-wide	change,	deploying	change	management	needs	effective	and	well-placed	sponsorship5	Tips	for	Addressing	Change
SaturationChange	saturation	occurs	when	there	is	so	much	change	occurring	that	it	has	negative	consequences.	Given	competitive,	customer	and	economic	demands,	many	organizations	are	facing	a	point	of	change	saturation--resulting	in	negative	impacts	on	individuals,	projects	and	organizations.	Once	your	organization	begins	to	consider	the
overall	change	load,	and	the	cumulative	and	collective	impact	on	employees,	you	can	begin	to	manage	the	portfolio	of	change	more	effectively.Clearly	define	saturation	and	its	elements	recognize	that	change	saturation	occurs	when	the	amount	of	change	(change	disruption)	is	greater	than	the	amount	of	change	an	organization	can	handle	(change
capacity)Understand	why	saturation	occurs	no	one	is	focusing	on	the	collective	impact	of	the	changes	taking	placeShare	the	consequences	of	being	saturated	individuals,	projects	and	the	organization	as	a	whole	suffer	when	there	is	too	much	changeManage	the	portfolio	of	change	a	structured	process	can	help	you	understand,	evaluate	and	better
manage	your	changesManage	each	change	more	effectively	when	a	change	is	managed	well,	it	takes	up	less	change	capacity	than	when	it	is	managed	poorlyChange	management	is	essential	for	effective	organizational	transitions,	involving	preparation,	implementation,	and	follow-through	phases	to	ensure	smooth	adaptation	to	change.	Successful
change	initiatives	require	strong	leadership,	employee	engagement,	clear	communication,	and	a	well-structured	plan	to	minimize	resistance	and	enhance	acceptance	among	staff.	Continuous	improvement	in	change	management	practices,	guided	by	established	frameworks	and	methodologies,	is	crucial	for	sustaining	organizational	effectiveness	and
adaptability.	Change	management	facilitates	organizational	change	from	inception	to	resolution,	guiding	significant	alterations	to	ensure	successful	outcomes.	It	involves	three	primary	phases:	preparation,	implementation,	and	follow-through.	A	well-structured	change	management	foundation	is	essential	for	navigating	various	organizational	changes,
ensuring	smooth	transitions.	Poorly	managed	change	can	lead	to	organizational	stress	and	costly	rework.	Understanding	the	necessity	and	benefits	of	change	is	crucial.	Change	management	and	project	management	involve	planning,	implementing,	and	solidifying	changes.	In	todays	dynamic	business	environment,	business	change	management	is
more	necessary	than	ever.	A	robust	plan	ensures	smoother	transitions,	control	over	the	process,	and	support	for	implementation.	A	change	management	process	helps	organizations	remain	dynamic	and	adaptable.	It	aids	in	employee	commitment	and	operational	efficiency	during	transitions,	maintaining	productivity	and	morale	while	minimizing
stress	and	anxiety.	The	change	management	institute	provides	valuable	resources	for	organizations	looking	to	enhance	their	enterprise	change	management	processes	and	develop	essential	change	management	skills	to	manage	change	through	a	change	management	program.	Additionally,	it	offers	several	benefits:	Mitigates	disruption	Reduces	costs
Shortens	implementation	time	Improves	leadership	skills	Drives	innovation	Enhances	morale	Integrating	change	management	strategies	enables	organizations	to	better	manage	initiatives	and	ensure	successful	outcomes.	These	benefits	foster	a	culture	of	continuous	improvement	and	resilience.	Change	management	professionals	and	change
managers,	along	with	change	professionals,	play	a	pivotal	role	in	guiding	these	processes	and	ensuring	that	the	desired	changes	are	effectively	implemented	and	sustained.	Organizational	changes	can	be	broadly	categorized	into	strategic,	structural,	people-centric,	and	operational	changes.	Strategic	changes	aim	to	enhance	competitive	advantage	or
respond	to	market	shifts,	often	involving	policy	or	structural	adjustments.	Major	changes	affect	an	organizations	hierarchy	or	job	responsibilities,	often	resulting	from	mergers,	acquisitions,	or	market	demands.	These	changes	are	crucial	for	maintaining	an	organizations	relevance	and	efficiency	in	a	constantly	evolving	market.	People-centric	changes
focus	on	the	impact	on	employees,	such	as	adjusting	leave	policies	or	hiring	practices,	necessitating	clear	communication	and	empathy.	Operational	changes	are	aimed	at	improving	efficiency	through	continuous	improvement	by	eliminating	bottlenecks	and	optimizing	workflows.	Understanding	these	different	types	of	changes	is	essential	for
developing	effective	change	management	strategies	tailored	to	the	particular	change	needs	of	the	organization.	Successful	change	management	requires	a	thorough	understanding	of	the	change	management	process	and	the	organizations	culture.	Change	management	frameworks	serve	as	strategic	guides	that	help	organizations	navigate	transitions
effectively.	Successful	change	initiatives	require	committed	executives	leading	from	the	top	and	alignment	among	leadership.	Engaging	employees	at	all	levels	during	planning	enhances	buy-in	and	helps	identify	potential	challenges.	Both	emotional	and	rational	appeals	are	necessary	to	foster	genuine	commitment	to	change	among	employees.
Identifying	and	involving	informal	leaders	within	the	organization	can	greatly	support	the	efforts	of	formal	leaders	during	change	initiatives.	By	adhering	to	these	principles,	organizations	can	create	a	solid	foundation	for	managing	change	initiatives	and	achieving	successful	outcomes.	The	change	management	process	includes	specific	steps	to	move
from	the	existing	state	to	the	desired	change.	Key	steps	in	the	change	management	process	include	preparing	the	organization,	developing	a	strategic	vision	and	plan,	and	implementing	the	change.	These	steps	provide	essential	guidance	throughout	the	implementation	process	and	ensure	that	the	change	is	managed	effectively	and	efficiently.
Preparation	involves	logistical	readiness,	effective	communication,	and	securing	employee	buy-in	to	mitigate	resistance.	Effective	communication	of	change	announcements	is	crucial,	requiring	early	and	transparent	outreach	through	multiple	channels.	Gaining	initial	buy-in	from	employees	can	remove	friction	and	resistance	later	in	the	change
management	process.	Cultural	readiness	is	a	critical	aspect	during	the	preparation	phase	to	ensure	effective	change	implementation.	A	change	management	plan	should	outline	the	objectives	and	content	of	the	change.	It	should	also	define	the	process	for	implementing	that	change.	Leaders	are	responsible	for	articulating	a	clear	vision	for	change,
which	helps	align	the	organizations	goals	with	the	change	process.	Questionnaires	and	interviews	can	be	effective	methods	for	gathering	feedback	during	the	change	process.	This	structured	approach	ensures	that	the	change	initiative	is	well-planned	and	considers	the	insights	of	all	stakeholders.	Implementing	changes	according	to	the	plan	should
include	empowering	employees	to	take	ownership	of	the	change	process.	The	risk	of	reverting	to	old	practices	exists	if	changes	are	not	embedded	in	the	companys	culture.	Celebrating	short-term	wins	can	help	maintain	motivation	among	employees	and	stakeholders	throughout	the	change	and	generate	short	term	wins.	Change	managers	should
anticipate,	prevent,	remove,	or	mitigate	roadblocks	that	could	hinder	implementation.	Establishing	new	organizational	structures	and	controls,	along	with	implementing	reward	systems,	helps	ensure	changes	are	maintained.	Change	strategies	often	fail	due	to	inadequate	emphasis	on	how	the	change	will	be	implemented,	leading	to	a	lack	of
comprehensive	planning.	Approximately	50	percent	of	organizational	change	initiatives	are	unsuccessful,	indicating	prevalent	pitfalls	in	change	management.	Common	reasons	for	failure	include	lack	of	internal	buy-in,	poor	communication,	and	inadequate	training	and	support.	Understanding	these	pitfalls	enables	organizations	to	better	inform	their
strategies	and	implement	effective	change,	providing	valuable	insights.	Successful	change	initiatives	require	leadership	to	recognize	the	importance	of	addressing	the	concerns	of	employees	who	are	affected	by	the	change.	Involving	end-users	early	fosters	greater	ownership	and	reduces	resistance	to	change	efforts.	To	understand	their	challenges
and	drive	support	for	change,	it	is	important	to	talk	with	end-users	impacted	by	change.	This	facilitates	cooperative	efforts	among	employees	to	embrace	user	adoption	changes.	Consistent,	transparent	communication	throughout	the	change	process	is	vital	for	maintaining	employee	engagement	and	support,	building	trust,	and	facilitating	smoother
transitions.	Continuous	communication	of	the	organizations	vision	is	vital	during	the	change	implementation	phase.	Reminding	team	members	of	the	organizations	vision	and	reason	for	change	helps	maintain	focus	and	alignment.	Training	supports	employees	during	adjustments	to	tools	and	processes,	helping	them	adapt	to	new	technology	and
reducing	uncertainty	and	resistance	to	implement	desired	skills	through	a	digital	adoption	platform.	According	to	the	70-20-10	rule,	70%	of	learning	comes	from	experiential	and	hands-on	training.	Hands-on	training	experiences	are	crucial,	as	a	significant	portion	of	learning	occurs	through	practical	application	rather	than	theoretical	instruction.
Effective	training	leads	to	better	adaptation	to	change	initiatives,	ultimately	enhancing	their	success	rates.	A	change	management	plan	should	include	measurable	performance	indicators	to	assess	success.	Change	management	tools	can	offer	simulated	training	environments,	allowing	for	risk-free	user	practice.	Leaders	play	a	pivotal	role	in	fostering
a	company	culture	that	embraces	change	and	encourages	team	buy-in	to	implement	change.	Recognizing	and	celebrating	small	successes	during	the	change	process	can	foster	momentum	and	encourage	acceptance.	Establishing	governance	structures,	engaging	end-users,	and	monitoring	progress	are	best	practices	that	ensure	implemented
successfully	successful	implementation	of	change	initiatives.	Effective	change	governance	structures	can	significantly	enhance	project	success	rates.	A	well-defined	governance	structure	in	change	management	can	greatly	enhance	decision-making	and	accountability.	Identifying	decision-makers	and	aligning	governance	with	existing	structures	helps
minimize	resistance	to	change.	Change	advisory	boards	are	responsible	for	planning	change	projects,	owning	rollouts,	monitoring	progress,	and	tracking	adoption.	Internal	buy-in	from	leadership	and	employees	is	crucial	for	the	success	of	change	initiatives	as	it	fosters	a	supportive	environment.	Clear	and	transparent	communication	is	essential
throughout	the	change	process	to	alleviate	concerns	and	keep	everyone	informed	about	internal	processes.	Ongoing	training	and	support	for	employees	are	critical	to	help	them	adapt	to	new	systems	and	processes	successfully.	Empowering	employees	during	the	implementation	of	change,	by	involving	them	in	the	process	and	celebrating	milestones,
can	lead	to	greater	acceptance	and	encourage	support.	Regular	feedback	loops	are	essential	for	making	adjustments	during	change	initiatives.	Regular	assessments	of	change	initiatives	can	identify	areas	needing	incremental	change	and	drive	higher	rates	of	success.	Collecting	feedback	from	various	sources,	including	surveys	and	interviews,	is
crucial	for	effective	change	monitoring.	Change	management	models	consist	of	various	theories	and	concepts.	They	offer	methodologies	that	help	ensure	successful	change.	Effective	change	management	models	provide	basic	principles	and	alignment	with	available	tools.	Before	choosing	a	change	management	model,	one	must	consider	what	specific
changes	they	plan	to	modify.	Popular	frameworks	include	the	ADKAR	Model	and	Kotters	8-Step	Process.	These	models	offer	structured	approaches	to	managing	change	and	ensure	that	organizations	can	navigate	transformations	effectively.	The	ADKAR	Model	is	distinctively	focused	on	the	individuals	experience	during	change	rather	than	a	top-down
approach.	The	five	key	outcomes	of	the	ADKAR	model	include	Awareness,	Desire,	Knowledge,	Ability,	and	Reinforcement,	all	contributing	to	the	desired	outcome	and	the	desired	skills.	In	the	Prosci	ADKAR	Model,	success	is	defined	as	the	achievement	of	each	milestone,	measured	through	key	performance	indicators.	This	model	emphasizes	the
importance	of	addressing	individual	experiences	to	ensure	a	successful	change	process.	John	P.	Kotter	is	considered	the	most	influential	expert	in	change	management.	Kotters	8-Step	Process	for	Leading	Change	guides	organizations	through	a	structured	approach	for	implementing	change.	The	stages	of	Kotters	process	are	based	on	Lewins	model,
demonstrating	a	foundational	link	in	change	management	frameworks.	An	example	of	Kotters	model	in	action	includes	its	utilization	by	the	CDC	for	improving	care	delivery.	Change	management	tools	consist	of	software	and	applications.	They	are	designed	to	assist	in	the	change	process	and	change	programs.	Larger	organizations	typically	use
software	suites	for	digital	change	logs	and	stakeholder	views,	while	small	companies	often	rely	on	spreadsheets,	graph	charts,	and	flowcharts.	These	tools	offer	features	such	as	in-app	training,	knowledge	bases,	and	progress	tracking.	Whatfix	empowers	organizations	in	change	management.	It	does	this	by	creating	contextual	application	experiences
and	streamlined	workflows.	Leveraging	these	tools	can	greatly	enhance	the	efficiency	and	effectiveness	of	managing	change	initiatives.	Effective	leadership	drives	organizational	change.	Securing	employee	buy-in	is	critical	for	success,	with	executive	leaders	playing	a	pivotal	role	in	establishing	early	support	and	driving	momentum	for	initiatives.
Change	agents	should	communicate	the	progress	and	effectiveness	of	the	initiative	to	sustain	the	change	and	sustain	acceleration	of	leadership	engagement.	Leaders	must	demonstrate	commitment	and	provide	clear	direction	to	guide	their	teams	through	transitions	effectively.	Effective	leadership	during	change	initiatives	can	significantly	reduce
resistance	and	increase	acceptance.	Transparent	communication	helps	secure	buy-in	and	address	internal	resistance.	Kotters	model	emphasizes	creating	urgency	to	enhance	engagement	and	commitment.	Understanding	the	emotional	aspects	of	change	is	essential,	as	resistance	often	stems	from	emotional	responses.	Showcasing	early	wins	and
productivity	improvements	can	effectively	address	internal	resistance	to	change.	Analyzing	and	measuring	the	success	of	change	initiatives	is	crucial	for	making	necessary	adjustments	and	ensuring	long-term	effectiveness.	Continuous	communication	and	engagement	throughout	the	change	process	are	essential	for	sustained	change.	Integrating



change	management	with	continuous	improvement	addresses	both	human	and	procedural	aspects.	Utilizing	methodologies	like	Lean,	Six	Sigma,	and	TQM	can	provide	structured	frameworks	for	ongoing	improvements.	Effective	change	management	supports	the	sustainability	of	improvements	by	helping	employees	adapt	to	new	processes,	forming	a
solid	management	foundation.	Change	management	certifications	validate	professionals	skills	in	managing	initiatives.	Proscis	Change	Management	Certification	Program	provides	knowledge	and	skills	for	leading	change,	with	participants	applying	the	ADKAR	Model	to	actual	projects.	The	certification	can	be	completed	in-person	or	online,	ensuring
flexible	learning	options.	Graduates	of	the	program	earn	the	title	of	Prosci	Certified	Change	Practitioner.	Prosci	has	trained	over	150,000	individuals	worldwide	in	change	management	practices.	Summarizing	the	key	points,	successful	change	management	is	crucial	for	navigating	organizational	changes	and	ensuring	smooth	transitions.	By
understanding	the	principles,	benefits,	and	common	pitfalls,	organizations	can	develop	effective	strategies.	Implementing	best	practices	and	leveraging	tools	can	enhance	efficiency,	while	strong	leadership	and	continuous	improvement	are	essential	for	sustaining	change.	Embrace	change	as	an	opportunity	for	growth	and	innovation,	and	your
organization	will	be	well-equipped	to	thrive	in	an	ever-evolving	landscape.	The	main	phases	of	the	change	management	process	are	preparation,	implementation,	and	follow-through.	Each	phase	is	essential	in	ensuring	successful	and	sustainable	change	within	an	organization.	Change	initiatives	often	fail	due	to	insufficient	internal	buy-in,	ineffective
communication,	and	a	lack	of	adequate	training	and	support.	Addressing	these	areas	is	crucial	for	fostering	successful	change.	Organizations	can	overcome	resistance	to	change	by	implementing	transparent	communication,	highlighting	early	successes,	and	addressing	the	emotional	factors	involved	in	the	transition.	This	approach	fosters	acceptance
and	aligns	team	members	with	the	change	goals.	Some	popular	change	management	models	include	the	ADKAR	Model	and	Kotters	8-Step	Process,	which	provide	structured	approaches	to	facilitate	effective	organizational	change.	These	models	are	widely	recognized	for	their	effectiveness	in	guiding	transitions.	Leadership	is	essential	in	driving
change	by	securing	employee	buy-in	and	sustaining	momentum	for	initiatives.	Effective	leaders	guide	their	teams	through	transitions,	ensuring	alignment	and	commitment	to	new	directions.	
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