
Change Management
Mindset
Change isn’t something that 
happens once in a while. 
Organisations don’t move 
from one static situation 
to another... change is 
constant.
This type of change is driven 
by lots of things:
• Business growth and the 

economy.
• Technology.
• Competition.
• Customers and suppliers.
• Employees and workforce.

• Legislation.

Managing change 
whilst keeping all your 
plates spinning can be a 
challenge and it’s okay 
to feel unsure or a little 
uncertain.

Get to grips with change
Take a good long look at the situation in order to 
understand the world you’re working in. Concentrate on 
understanding:

• Your current status.

• What is driving the change.

• What you want to achieve.

• What might prevent you from achieving it.

It’s up to you to design your change programme in a 
way that tackles issues practically and matches with your 
organisation’s culture and business objectives.

Culture eats strategy for 
breakfast

Transformation relies on people. 
‘The way we do things around 
here’ can be the difference 
between success and failure. 
Of course, you’ve got to set 
yourself some clear goals to get 
things done, but don’t forget to  
consider the culture. Ask yourself:
• Are we ready to change?

• Can we achieve what we want 
to if we keep on doing things in 
the same old way?

Don’t be afraid to explore breaks 
with tradition and to be open to 
opportunities. 

Your old processes were right 
once, so don’t beatyourself for 
doing things ‘wrong’. But you 
can’t change the way you do 
things unless you change the way 
you do things!

Rock the boat
Being realistic or practical and being afraid of risks 
can be diffi cult to balance and can make you feel 
uncertain. 
In meetings and discussions, be brave and don’t be 
afraid to ask, “What if?” 
Try to encourage people to actively question what’s 
happened before. Uncertainty can help people to 
perform at the top of their game.
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Get to grips with 
what’s changing 
and understand 

your part in it

Look at the people, skills 
and resources you have 

and make sure you’re ready 
to take on the challenge

Develop 
a logical 
plan and 
timeline

Share  plans and 
communicate 

with people 
early on

Delegate work 
so that people 

feel they’re 
owners of the 

change

Stick to 
your plan, 
but don’t 
worry too 
much if 

you have 
to adapt or 

fl ex

Continue  
to talk, 

listen and 
engage 
there are 

no surprises

Accept 
that you 

might need 
to cater for 
individual 

needs

Celebrate 
the things 

that go 
well no 

matter how 
small

The Change Pathway



Culture Web
The Johnson and Scholes culture web is a tool that helps 
you translate the ‘how things are done here’ into a set of 
practical factors.

Take some time to research the tool and try using it to 
unpick your organisation and start understanding how 
culture will infl uence the success of change programmes.
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Mindset

Pull and push
Leading and managing are two sides of the same 
coin. Some changes just need your instructions 
and direction. Others (and usually the most 
diffi cult ones) can’t be achieved through simply 
telling other people what to do.

Encourage your colleagues and team to be 
champions of change. Delegating responsibility 
early in a project can help to empower people 
and transform that push to a pull.

Tell the rough and the smooth
The success of your change programme will rely on 
openness and honesty. When things go wrong, be honest 
about the reasons why without handing out blame. 
Likewise, when things go well - celebrate and share the 
good news.

Regular communication is key, but don’t overdo it or 
people will become blind to your project.

Resistance is NOT futile
It’s natural for people to be resistant to 
change. Anything that requires someone 
to do a thing differently or introduces 
uncertainty will make people feel vulnerable.

Not every concern is an objection and not 
every objection is a complaint. It’s important 
to listen to those concerns and work with 
people to clarify, reassure and involve them 
in the change journey.

We get so emotional, 
every time we think of 

change!
Felling vulnerable can stir emotions 
which can play out as various 
types of behaviour. From anger, to 
fear, to resistance, and even a “I 
don’t care” attitude.

If you’re responsible for managing, 
leading or championing a change, 
try to anticipate those behaviours. 

don’t take it personally and 
concentrate on converting 
negative emotions into energy and 
drive that will support what you’re 
trying to achieve.

Tell a different story
Once you’ve established ‘how we do things’ and 
encouraged people to think creatively, illustrate the 
future.

Paint pictures through stories to help people understand 
how things will be for them.

you translate the ‘how things are done here’ into a set of 

culture will infl uence the success of change programmes.

Symbols

Power structure

Organisational 
structureControl systems

Routines and 
rituals

Stories and 
myths

The 
organisational 
paradigm and 

values
The information in this guide is intended to help you manage change in 
the workplace.

The tips and steps are simply suggestions of how you might approach 
an issue. The guide is not a replacement or substitute for policy / 
procedures and you should always ensure you follow the organisation’s 
processes.

Seek support, advice and guidance from your line manager or HR 
representative whenever you need help or if you’re unsure how to 
proceed.
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