
Key Components for Organizational Change 

 

1. Have a strategic plan already in place and make sure you are working from it. 

 Review your Mission Statement and make sure it is still relevant 

 Identify your Key Stakeholders / Audiences 

 Make sure all your goals and objectives are measurable, and measure them 
 

2. Must have top-down involvement 

 The leaders must be involved in the process to insure there is alignment of mission, core values, goals, 
strategies and objectives 

 Autonomy must be granted to each division to develop more specificity in detailing the changes to take 
place  (Within the parameters of the Organization’s Mission) 

 

3. Organizational assessment 

 Utilize surveys, focus groups, interviews or team retreats to get feedback about the current state of the 
organization and its departments. 

 The more open the discussions the more trust is built 
 

4. Clarify the organization’s core values 

 Staff must know what you stand for and what you are trying to achieve 

 No more than 3 to 5 stated core values 

 Open ended discussions are essential for this process to be successful 

 Make sure the core values align with the current mission of the organization 
 

5. Workforce involvement and participation 

 The use of surveys is instrumental to gain employee buy-in to the process 

 Be vigilant for opportunities to involve new participants 

 Appoint focused task forces to address any priority issue that emerge from surveying 

 Implementing management’s vision demands paying attention to employees, managing their expectations 
and responding to concerns 

 

6. Inspirational leadership 

 There are two ways for management to stay in touch: 
- By visiting work areas and being visible to the staff 
- Through the use of monitoring the evaluation tools in place to measure productivity 

 Ongoing dialogue with staff has proven to be the most effective way to champion the changes and build 
buy-in 

 Management teams must be diligent to make sure the messages are consistent 
 

7. Communication 

 Employees cannot accept or implement management’s vision if they don’t know it 

 “Kick-off” meetings are often used to lay out the plan of action and social time afterward for informal mixing 
and low level “Q and A.” 

 Repetition is required using a variety of mediums; meetings, posters, mugs, articles. 
 



8. Financial focus 

 Funds and resources must be expended in developing and implementing organizational change 

 Employees soon grow weary of words only and no dough, it gives a mixed message that the change is not 
that well thought out, or upper management doesn’t buy in. 

 

9. Training 

 Training programs must be aligned to the core values and mission of the organization 

 Identify areas of weakness and train in those areas predominantly 

 Include core values and mission in all the training agendas and materials 

 Employee “on boarding” should provide information on mission and values 

 Management training must include this as well, along with strategies for keeping the values and vision on 
the minds of all employees 

 Coaching outside of formal training times anchors the core values when done well 
 

10. Personal recognition programs 

 Employees who feel appreciated and recognized for their contributions are positive and enthusiastic 
supporters of the organization and will support planned change 

 Formalized recognition program should reflect core values 

 Bonuses and salary increases that reward contributions aid in buy in 

 Studies still show that over half of employees do not feel appreciated by management 
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Change, Transition & You! 

Let’s face it, change is inevitable.  In every endeavor of your life, change is the common element.  How one 

reacts and then responds to these changes determines how well we grow from the experience.  With a change, 

there comes a loss, or a grieving period in which one has to say goodbye to the old and help steward in the new.  

Not to recognize this period of transition is not to adequately honor yourself, or your colleagues.  To help spur a 

discussion on this very vital topic please take a moment and give us your insights on the following questions:  

1. Do new challenges excite you and are you willing to tackle them? 

 

2. When presented with a change in the organization, do you view it as an opportunity? 

 

3. Do you challenge status quo within the organization? 

 

4. Are you willing to learn or seek help when needed? 

 

5. Are you willing to admit that you have to change to succeed? 

 

6. Do you proactively work on expanding your capabilities/competencies? 

 

7. Do you recognize that a change in attitude can result in a change of behavior? 

 

8. Do you seek to understand why changes are needed? 

 

9. When there is a setback, do you reflect on what happened and look for ways to improve? 

 

 

 

10. In the past when you were faced with a significant period of change, what were some strategies that 

helped you? 

 

11. Do you periodically question your own assumptions, ideas, and thinking? 



12. Do you pay attention to industry trends, market trends, and strategic shifts that are taking  

place? 

 

 

13. What are some of your emotional or physical reactions to the stress that is sometimes caused by change 

or uncertainty? 

 

14. What are some things that you do for yourself to help restore your balance when change is occurring at a 

fast pace? 

 

15. What are some things that you need from others when you experience the anxieties associated with 

change? 

 

* Enck Resources * 1619 Lakeshore Drive * Fort Collins * CO * 80525 * (970) 207-1550 * www.enckresources.com  

  

http://www.enckresources.com/


Change & Transition 
 

"It is not the strongest of the species that survive, nor the most intelligent, 

but the one most responsive to change."  -- Charles Darwin 
 

Change is a shift in the externals of any situation (e.g. a new boss, setting up a new program, the death of a 

relative, a move to a new city, or a promotion)  

 

Transition is the mental and emotional transformation that people must undergo to relinquish old arrangements 

and embrace new ones. 

 

Transition has three phases:                                                                                                                      

 

1. An ending: where people may need to let go of assumptions, relationships and behaviors                    

 

2. A Neutral Zone: a period of disorientation due to loss of past perspectives and lack of new ones  

 

3. A New Beginning:  when actions begin, and people start to identify with the results of the change 

Change is the way things will be different.                                                                                      

 

Transition is how you get people through those three stages to make the change work 

 

Change is made up of events; it is visible and tangible.                                                                    

 

Transition is an on-going process and takes place (or more often, doesn't take place) inside of people.  

 

Change can happen quickly and usually should be speeded up.                                                         

 

Transition takes weeks or months or even years; like any organic process, has its own natural pace.  

 

Change is all about the outcome we are trying to achieve.                                                             

 

Transition is about how we'll get there and how we'll manage things while we are en route.  

 

Steps for a Strong Change/Transition Plan: 

1. Investigate the past history of change in your organization 

2. Assess how successful the transition was or wasn’t and why. 

3. Address the past mistakes and how they impacted people 

4. Demonstrate what you have learned from the past experiences by leading more with actions than 

words. 

5. Involve a cross-section of people and perspectives in the strategic planning phase. 

6. Identify who has to let go of what for the change to be successful? 

7. Determine what has to end for this change to happen? 

8. Evaluate the status of the change and transition at appropriate intervals. 

 

Some Questions for Evaluation 

What worked?      What didn't?     What surprised us?    What 'mistakes' turned out to be fortunate ones? What 

assumptions almost sank us?        What would we do different?  

  



Strategic Questions: 

1. What is the key to your organizations success? 

 

 

2. Who are your strategic partners? 

 

 

3. Who are your customers? 

 

 

 

4. How do you know when you are doing a good job?   Others? 

 

 

5. What are some standard expectations from your customers? 

 

 Top 10 ten questions? 

 

6. How does you organization create strategies? 

 

 

7. How does your organization communicate its strategies to staff? 

 

 

8. How should you address your organization’s strategic issues, and how often? 
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Transition Management Worksheet 

Change leaders need to understand the reasons for change and share their intentions to 

their people with clarity and conviction.  To prepare for this communication it may be 

helpful to fill in the following talking points in the space provided:  

Why are we changing?  What specific challenges or opportunities have initiated this change? 

 

What is our history with change?  How have we applied our past lessons with this change? 

 

What key benefits will be reaped by the change?  

For the customers: 

For the organization:  

For the staff:                                                                                                                                                                       

What will actually be different for the employee because of the change?   

- What behaviors will be added to their job duties?   

- What behaviors will be changed in their job duties?  

- What behaviors are no longer needed in their job duties?      

- What training will be provided and when?  

Who’s going to lose (or has lost) what?   

- What department will be most impacted by the change?            

- What are some of the personal losses of the people impacted by the change?    

 - What are some of the sociological losses to the team?                                                                                                                                 

What can be done to recognize and affirm people’s losses? 

- What are some community events that could facilitate this transition?    

- What resources are available to the individual employee for this transition?   
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