


Key Insights from The Art House, 23rd Aug 2024

• Embrace Opportunities and Change: Leaders 

should be open to uncertainty and seize 

opportunities as they arise. Embracing 

change—such as moving to a new country or 
adapting to a remote workforce—can lead to 

growth and success.

• Challenge the Status Quo: Avoid accepting 

things as they are. Encourage innovation and 

adaptation, even if the current methods are 
working well. Progress is more valuable than 

perfection, and continuous improvement 

should be the goal.

• Build Strong Human Connections: Belief in 
people is paramount. Strong human 

connections, consistent communication, and 

direct interactions between leaders and 

employees foster a sense of belonging and 
identity.

• Value-Based Leadership: Uphold non-

negotiable values and foster a culture where 

purpose guides direction. Leaders should 

inspire and set a purposeful direction for the 
organization.

• Adapt to a Changing Workforce: With a 

younger workforce and the challenges of 

remote work, leaders must adjust their 

approaches. This includes mentoring younger 
employees, breaking down tasks, sharing 

insights, and engaging in reverse mentoring 

with Gen Z.

• Empower and Support Teams: Empower 

employees by creating a safe space for them 
to share successes and struggles. Understand 

that people support what they help create, so 

involve them in decision-making and change 

processes.

• Encourage Reflection and Learning: Real 

learning comes from reflection. Encourage 

teams to reflect on their experiences and learn 

from both successes and failures. Create a 
culture where failure is seen as a learning 

opportunity, not a setback.

• Focus on Meaningful Metrics: Measure what 

truly matters. Instead of tracking all metrics, 

focus on those that align with the 
organization’s purpose and goals.

• Prioritize Self-Care: Leaders should focus on 

their own priorities and well-being to maintain 

effectiveness and resilience. Taking care of 

oneself is essential for sustaining the energy 
and focus needed to lead effectively.

• Manage Talent Wisely: Be mindful of the risks 

of losing valuable talent, particularly in middle 

management, due to unreasonable demands 

or poor leadership practices. Retaining talent 
requires fair and supportive leadership that 

recognizes the contributions of all team 

members.

• Admit Gaps and Collaborate: Leaders should 
acknowledge what they don’t know and focus 

on bringing people and information together. 

Leadership today is about collaboration, not 

just issuing directives

• Celebrate Achievements and Create Safe 

Spaces: Recognize milestones and 

achievements, celebrate them, and provide 

feedback. Create safe environments where 

employees feel comfortable taking risks and 
learning from mistakes.
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Sources and Principles of Technological Change
Technological advancements stem from various sources, including scientific breakthroughs, technological innovations 
building upon existing technologies, societal needs and challenges, and economic pressures. Some core principles 
remain constant across different waves of technological change:

Disruptive, exponential growth
Disruptive technologies tend to grow rapidly, 
with potential to upend and disrupt existing 
products, processes and paradigms

Greater Automation 
Throughout history, technological 
advancements have led to a greater degree of 
automation, with manual tasks being replaced 
and transforming industries and workplaces.

Increased Interconnectivity
Disruptive technologies possess properties to 
connect previous disparate technologies and 
products, unlocking new ways for interaction 
and integration.

Asymmetric Impact
Technological disruptors tend to have an 
outsized, exponential impact on society, 
business and government, rewriting the rules of 
the game for how actors interact.



Current Disruptive Technologies
Every age has its own suite of disruptive technologies. Here are some of the most pertinent and impactful actors of 
today. An example of how some companies are leveraging these technologies can be found in the appendix.

Artificial Intelligence
Refers to intelligent machines capable of mimicking 
human cognitive functions such as learning, problem-
solving, and decision-making, with wide ranging 
applications

Internet of Things
Connects equipment, appliances and devices into an 
integrated network, to communicate with each other and 
with external systems over the internet, enabling 
automated processes and data-driven insights

Synthetic Biology
Combines biology, engineering, and computer science to 
design and create novel biological systems, modifying 
existing organisms or building entirely new ones with 
specific functionalities

Quantum Computing
Harnesses the principles of quantum mechanics to 
perform calculations that are impossible for classical 
computers, with qubits capable of parallel processing 
revolutionizing problem solving

Robotics
Enables the design, construction, operation, and 
application of robots to perform complex, more intricate 
or simply humanly impossible tasks autonomously 
and/or with human assistance 



Equipping Yourself: Strategies to Champion 
Technological Change

Here are some key strategies for senior leaders to equip themselves to effectively leverage technological change:

Embrace learning and gain expertise in new fields
Devote time regularly to learn and gain expertise about emerging technologies. This could involve taking online courses, reading
industry publications, or attending workshops and conferences. 

Staying current and gaining knowledge allows leaders to make informed decisions about technology adoption, identify potential
threats and opportunities, and inspire a culture of continuous learning within the organization.

1

2
Gain perspective 
As leaders gain more knowledge and become technologically literate, look to apply knowledge within specific organizations and
contexts, and find perspectives to identify what and where technologies can be applied and utilized to drive impact.

This allows leaders to be able to develop a vision of transformation and be a champion of change within the organization

3 Champion the paradigm shift and embrace a Growth Mindset
Armed with a vision and perspective, lead others on the same paradigm shifting journey. Be the voice and facilitator of  
experimentation and calculated risk-taking within the organization, recognizing the path for change without drastically altering the 
organization or abandoning the status quo



From Self to Organization: Leading 
organizations through Technological Disruption

Foster a culture of innovation with 
executable policies
• Create dedicated spaces to explore new ideas and 

foster a culture of "what if" thinking, such as 
innovation labs or hackathons for employees to 
experiment and collaborate on innovations

• Incentivize exploration of new ideas, 
experimentation, and "fail fast, learn faster" 
mentalities by instituting small rewards and 
recognition for patent filing/new solutions

• Encourage cross department pollination and break 
down siloes to tackle systemic problems

Build in structure and processes for organizational agility and adaptability 
• Devote a subset of organizational KPIs and objectives to Innovation and new solution launches

• Streamline decision-making processes to facilitation innovation and adaptation using specific metrics to 
determine success, without penalizing failed pilots or tests.

• Hire strategically from beyond the industry to inject new perspectives into an entrenched organization, 
providing opportunities and air cover for these employees to be heard

Look beyond the organization for 
partnerships
• Partner with external stakeholders such as 

universities and research institutions to access 
cutting-edge technologies and identify ideas for 
innovation

• Set up programmes to work with new, disruptive 
players within the industry to adopt ideas and utilize 
a faster, less costly path to incorporate new 
capabilities into existing product and solution sets

• Look beyond the industry as a source of inspiration 
and identify potential adjacencies to adapt ideas 
and use cases into the organization



Testing and piloting new technologies while keeping costs optimal are crucial for international organizations to stay 
ahead of the curve. Here are some tactics that can be employed:

1 Start small, fail fast

Concept: Begin with small-scale pilots focusing on 
specific use cases. This allows for rapid testing, 
learning, and iteration before significant resource 
investment.

Benefits: Minimizes wastage on failed concepts, 
allows for faster course correction, and facilitates 
gathering valuable data for future scaling.

Case Study: Slack, the popular workplace 
communication platform, is known for its iterative 
approach to product development. They frequently 
release new features and updates as 
experiments, gathering user feedback and data to 
determine if they should be rolled out more 
broadly. This allows them to quickly adapt and improve 
based on real-world usage.

https://slack.com/intl/en-gb/blog/collaboration/chief-product-officer-tamar-yehoshua-how-
we-use-slack-at-slack

https://review.firstround.com/from-0-to-1b-slacks-founder-shares-their-epic-launch-strategy/

https://review.firstround.com/slacks-first-product-manager-on-how-to-make-a-firehose-of-
feedback-useful/
https://slack.design/articles/how-we-launched-ai-within-slack-in-6-months/

Tactics for success – reducing costs and 
increasing successes

https://slack.com/intl/en-gb/blog/collaboration/chief-product-officer-tamar-yehoshua-how-we-use-slack-at-slack
https://slack.com/intl/en-gb/blog/collaboration/chief-product-officer-tamar-yehoshua-how-we-use-slack-at-slack
https://review.firstround.com/from-0-to-1b-slacks-founder-shares-their-epic-launch-strategy/
https://review.firstround.com/slacks-first-product-manager-on-how-to-make-a-firehose-of-feedback-useful/
https://review.firstround.com/slacks-first-product-manager-on-how-to-make-a-firehose-of-feedback-useful/
https://slack.design/articles/how-we-launched-ai-within-slack-in-6-months/


Testing and piloting new technologies while keeping costs optimal are crucial for international organizations to stay 
ahead of the curve. Here are some tactics that can be employed:

2 Leverage Internal Resources and Existing 
Infrastructure

Concept: Utilize existing personnel with relevant skill 
sets and adapt current infrastructure to support pilot 
programs, minimizing the need for additional 
resources.

Benefits: Reduces upfront costs, leverages existing 

expertise within the organization, and fosters a culture 
of innovation among employees.

Case Study: Goldman Sachs leveraged its internal 
engineering talent and existing technology 
infrastructure to build Marquee, a digital platform for 
institutional clients. By repurposing existing resources, 
they accelerated development and reduced costs.

https://www.goldmansachs.com/careers/possibilities/marquee-a/
https://www.goldmansachs.com/media-relations/press-releases/2023/goldman-sachs-
launches-marquee-marketview.html

Tactics for success – reducing costs and 
increasing successes

https://www.goldmansachs.com/careers/possibilities/marquee-a/
https://www.goldmansachs.com/media-relations/press-releases/2023/goldman-sachs-launches-marquee-marketview.html
https://www.goldmansachs.com/media-relations/press-releases/2023/goldman-sachs-launches-marquee-marketview.html


Tactics for success – reducing costs and 
increasing successes

Testing and piloting new technologies while keeping costs optimal are crucial for international organizations to stay 
ahead of the curve. Here are some tactics that can be employed:

3 Embrace Low-Code/No-Code Platforms

Concept: Utilize low-code/no-code platforms that 
require minimal coding knowledge, allowing for rapid 
prototyping and testing of new ideas.

Benefits: Reduces upfront costs, leverages existing 
expertise within the organization, and fosters a culture 
of innovation among employees.

Case Study: Siemens utilized Mendix, a low-code 
platform to empower citizen developers (employees 
without coding expertise) to create applications. This 
approach sped up application development, reduced IT 
backlog, and empowered employees to solve business 
problems. https://newsroom.sw.siemens.com/en-US/siemens-embraces-low-code-mendix/

https://www.mendix.com/resources/how-siemens-uses-the-mendix-low-code-platform/

https://newsroom.sw.siemens.com/en-US/siemens-embraces-low-code-mendix/
https://www.mendix.com/resources/how-siemens-uses-the-mendix-low-code-platform/


Call to Action

1 Embrace a growth mindset 
and gain perspective to lead 2 Build in process and metrics 

to better chances of success 3 Collaborate to thrive, test 
fast and fail fast to innovate

By actively developing new applications leveraging the technologies in this deck and fostering a culture that embraces 
technological change, senior leaders can position their organizations not just to adapt to disruptions, but to become 
disruptive forces themselves, shaping the future of their industries. Here are a few final takeaways:



Appendix
Case studies for disruptive 
technologies



Artificial Intelligence Case Study – Mastercard

Mastercard launched Shopping 
Muse, an advanced generative AI 
tool that revolutionizes how 
consumers search for and 
discover products in a retailer’s 
digital catalog, by translating 
consumers’ colloquial language 
into tailored product 
recommendations, complete with 
suggestions for coordinating 
products and accessories.

Michael Kors is the first to partner 
to use Shopping Muse! 

https://www.mastercard.com/news/press/2023/november/dynamic-yield-by-mastercard-unveils-shopping-muse-the-
next-generation-personal-retail-assistant/
https://investor.mastercard.com/investor-news/investor-news-details/2024/Michael-Kors-First-to-Debut-Shopping-

Muse-the-AI-Powered-Shopping-Assistant-From-Dynamic-Yield-by-Mastercard/default.aspx

https://www.mastercard.com/news/press/2023/november/dynamic-yield-by-mastercard-unveils-shopping-muse-the-next-generation-personal-retail-assistant/
https://www.mastercard.com/news/press/2023/november/dynamic-yield-by-mastercard-unveils-shopping-muse-the-next-generation-personal-retail-assistant/


Internet of Things Case Study – John Deere

John Deere offers a suite of IoT-
enabled solutions for farmers to 
better manage, monitor and track 
their farms, including precision 
agriculture tools, tractor 
telemetry, and weather data 
analysis. This allows farmers to 
optimize resource use, improve 
yields, and make data-driven 
decisions.

https://www.deere.com/en/technology-products/precision-ag-technology/
https://youtu.be/NxCeQSg4E4U
https://youtu.be/6i4ksyKGlrc

https://www.deere.com/en/technology-products/precision-ag-technology/
https://youtu.be/NxCeQSg4E4U
https://youtu.be/6i4ksyKGlrc


Robotics Case Study – Ford Romania

Ford Romania has implemented 
collaborative robots on its 
assembly lines to work alongside 
human workers, performing 
repetitive tasks and freeing up 
human workers for more 
complex tasks. This has resulted 
in increased productivity and 
improved worker safety.

https://www.techbriefs.com/component/content/article/35011-collaborative-robots-help-optimize-assembly-line-at-ford-
romania#:~:text=The%20%E2%80%9CUR10%E2%80%9D%20collaborative%20robots%20were,camera%20for%20any%20oil%20leakage.
https://youtu.be/6RkZ_aZGpto?si=2ok1VWztg0ZbCqTv

https://www.techbriefs.com/component/content/article/35011-collaborative-robots-help-optimize-assembly-line-at-ford-romania
https://www.techbriefs.com/component/content/article/35011-collaborative-robots-help-optimize-assembly-line-at-ford-romania


Quantum Computing Case Study – Boehringer 
Ingelheim + Google

Boehringer Ingelheim partners 
with Google AI to utilize quantum 
computing to simulate and 
analyze molecules related to 
disease mechanisms with a view 
accelerate drug design and 
discovery. The companies have 
also set up a Quantum Lab in a 3 
year partnership with leading 
experts participating in the 
collaboration.

https://www.boehringer-ingelheim.com/science-innovation/cooperation-google-quantum-ai
https://www.boehringer-ingelheim.com/about-us/partnering-google-quantum-computing

https://www.boehringer-ingelheim.com/science-innovation/cooperation-google-quantum-ai


Synthetic Biology Case Study – Bayer + Gingko 
Bioworks

Bayer has partnered with Gingko 
Bioworks to begin a multi-year 
strategic partnership to 
accelerate research and 
development of biological 
solutions for agriculture, 
leveraging synthetic biology to 
build and design new compounds 
and microbes to help growers. 
This is the latest development in 
a multi-year collaboration 
between the 2 companies since 
the JV in 2017. 

https://www.bayer.com/media/en-us/bayer-and-ginkgo-bioworks-close-deal-creating-agricultural-biologicals-powerhouse/
https://www.ginkgobioworks.com/2022/10/18/ag-biologics-division-bayer-joyn/
https://agfundernews.com/joyn-bio-bayer-ginkgo-bioworks-joint-venture

https://www.bayer.com/media/en-us/bayer-and-ginkgo-bioworks-close-deal-creating-agricultural-biologicals-powerhouse/
https://www.ginkgobioworks.com/2022/10/18/ag-biologics-division-bayer-joyn/
https://agfundernews.com/joyn-bio-bayer-ginkgo-bioworks-joint-venture
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Why is there a need for organizational culture 
change? 

Employee Morale and Engagement
A positive and supportive culture is vital for employee 
satisfaction and engagement. If the existing culture is 
causing dissatisfaction, burnout, or a lack of 
motivation, a change is needed to create a more 
conducive work environment.

Innovation and Creativity
To foster innovation, organizations may need a culture 
that encourages risk-taking, experimentation, and the 
free exchange of ideas. Cultural change can help break 
down barriers that hinder creative thinking.

Enhancing Performance and 
Productivity
Organizational cultures that promote accountability, 
collaboration, and continuous improvement can 
positively impact performance and productivity. A 
cultural change may be necessary to drive these 
improvements.

Adaptation to external changes 
Rapid technological advancements, shifts in market 
demands, and changes in industry regulations can 
necessitate a cultural shift to enable the organization 
to adapt and thrive in the new landscape.

Mergers and acquisitions
When organizations undergo mergers or acquisitions, 
cultural differences between the entities involved can 
create challenges. Cultural change is often required to 
integrate diverse teams and establish a cohesive and 
unified culture.

Improving diversity and inclusion
As diversity and inclusion become increasingly 
important, organizations may need to change their 
culture to foster an inclusive environment that values 
and respects individual differences.



Drivers of successful change
Research conducted in the area of change management identified critical drivers of success:

Other common drivers not as impactful as above: assigning clear roles and responsibilities; clear performance objectives with measurable 
outcomes; involvement in the implementation planning process; and training

Sources:
Parry, W. (2015). Big Change Best Path: Successfully Managing Organizational Change With Wisdom, Analytics, and Insight. Philadelphia, PA: Korgan Page Limited.

CEB Corporate Leadership Council. (2016). Open Source Change: Making Change Management Work. 

Clear vision, case for action, and direction

Visible senior leadership role modeling

Aligned systems and processes

Passion and drive

Communications

Driver Strength



Behaviour Change
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Understanding drivers in enabling sustained behavioral 
change to lead a successful culture transformation 



Intensity vs. Consistency



Progress toward sustainable behavior change

Sources:
Burch, Conscious Competence Ladder

Understand

Aware

Leaders build 
self-awareness 

on their 
behaviors

Learn

Leaders acquire 
new skills 

through training 
and education

Practice

Leaders embed 
change into day 

to day work

Accept

Leaders agree 
that action 
needs to be 

taken

Role Model

Leaders feel 
“natural” when 
demonstrating 
new behaviors

Leaders 
understand 

vision, case for 
action, and 

direction of the 
change

Unconscious 
Competence

Teach and SustainLearn and Practice 

Conscious 
Competence

Learn and Practice 

Conscious 
Incompetence

Build Self-Awareness Build Self-Awareness

Unconscious 
Incompetence

Understand



Trust and 
Empowerment

2c

Fostering a culture of trust and empowerment, to create a 
positive environment that supports continuous 
improvement and adaptability



What is Trust? 1. Authenticity- Courage to be 

imperfect and consistent with one’s 
true self in value and beliefs and 
words

2. Empathy- Ability to provide 
perspectives and be non 
judgmental; ability to recognize 
someone’s emotional state and 
respond appropriately

3. Logic- Speaks about the work that 
needs to be done, credibility, 
capability, reliability, integrity, good 
judgement and ability to learn from 
mistakes

LOGIC

Ted Talk: How to build and re-build trust

https://www.getabstract.com/en/search?query=frances%20frei&allFormats=true&allSources=true&allRatings=true&allQualities=true&allPublicationYears=true&languageIds=1


Importance of building trust
1. Foundation for Change: Trust creates a safe environment where employees feel comfortable 

sharing ideas and taking risks.

2. Enhanced Communication: Trust leads to higher levels of employee engagement. When 
employees trust their leaders and the organization, they are more committed and motivated to 
contribute to the change process.

3. Empowerment and Autonomy: Trust empowers employees to make decisions and take ownership 

of their work. This sense of autonomy is crucial for a dynamic and responsive organizational culture.

4. Leadership and Teamwork: Trust enhances teamwork and leadership. Leaders who trust their 
teams and vice versa can navigate through times of uncertainty and change more effectively .

Sources:
Jennifer Stanford, Role of Trust in Change , ASTD
Barbara Kimmel, The Impact of Trust on Corporate Culture 



Turn this ship around!

Inno-Versity Presents: "Greatness" by David Marquet

https://www.youtube.com/watch?v=mkr9UtI-7FA&feature=youtu.be


Conditions for Effective Empowerment

1. Clarity :  Leaders communicate intent, goals, objectives

2. Capability : employee is competent and/ or coachable, there is safe psychological space for both 
parties

3. Ownership/ Accountability: Both the leader and employee engaged in continuous dialogues; 
employees feel accountable to deliver; sponsors provide coaching as needed

4. Boundary conditions: Leaders provide parameters or guard rails within which employees can operate 

freely ( with autonomy) but beyond which they need approval and leadership engagement



Change 
ambassadors
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Powerful strategy to effect impactful organization 
transformation from bottom-up



How to make a cultural transformation



Benefits of volunteer change ambassadors 

1. Engagement and Buy-In: Volunteers are often more motivated and committed to the 

change process because they have chosen to be part of it. This can lead to higher levels of 
engagement and buy-in from the broader organization.

2. Diverse Perspectives: Volunteers can bring diverse perspectives and ideas, which can 

enrich the change process and lead to more innovative solutions.

3. Role Models: Volunteers can serve as role models for others, demonstrating the desired 
behaviors and attitudes. This can help to spread the new culture more effectively.

4. Support and Momentum: Having a group of dedicated volunteers can create 
momentum and support for the change, making it easier to implement and sustain.



Considerations for 
Leaders 
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Key learnings from cultural transformation leaders 



Aspects overlooked in organization culture 
transformation

1. Change is more difficult for successful companies: When a company is performing well, 
employees and leaders might feel there’s no need to change. The mindset of “if it isn’t broken, don’t fix 
it” can be a significant barrier. Leaders who have driven the company’s success might be reluctant to 
adopt new approaches or may lack the skills to lead cultural change effectively.

2. Ensuring the right people, in the right positions at the start: While changing out people can be 
challenging, it can also be a crucial step in ensuring the success of a cultural transformation. New 
people can bring fresh perspectives, address skills gaps and be role models of desired behaviors. 

3. Losing your best talent: Leaders often assign ‘change lead’ roles to their best and most reliable 
middle-layer managers. In addition to their base responsibilities, these managers are expected to 
navigate concerns from their teams while delivering outcomes. They may feel pressured to shield 
issues from senior leaders. Watch for signs of burn-out to avoid losing your best people. 

4. Unrealistic expectations: Cultural change takes time. Setting realistic timelines and being patient 
with the process is essential. Stay committed to the process even when progress seems slow. 



Navigating 
Organizational 
Change: Strategies 
for Successful People 
Transformation

03

Effective strategies for leading successful people 
transformation during organizational change



Understanding Organizational Structure

HIERARCHICAL STRUCTURE

Vertical, top-down structure with clear reporting lines and 

decision-making authority. Suitable for stable 

environments but can hinder flexibility.

FLAT STRUCTURE

Minimal layers of management, encouraging direct 

communication and collaboration. Promotes agility but can 

lack clear accountability.

MATRIX STRUCTURE

Employees report to multiple managers, balancing 

functional and project-based responsibilities. Enhances 

cross-functional collaboration but can create confusion.

NETWORK STRUCTURE

Decentralized, interconnected teams that collaborate 

across boundaries. Fosters innovation and adaptability but 

may lack cohesion.

The choice of organizational structure significantly impacts how people are managed, their communication patterns, decision making processes and 

overall organizational culture. Understanding these structural models can help leaders navigate organizational change and effectively transform their 

people management strategies.



People Management Challenges
RESISTANCE TO CHANGE

Employees may be 

reluctant to embrace new 

processes, technologies, 

or ways of working, 

leading to decreased 

productivity and morale.

COMMUNICATION 

CHALLENGES

Effectively communicating 

the rationale, timelines, and 

impacts of organizational 

changes can be a 

significant hurdle for 

organizations.

MANAGING UNCERTAINTY

Employees may feel 

uncertain about their roles, 

job security, and future 

prospects, which can lead 

to increased stress and 

decreased engagement.

MAINTAINING MORALE

Organizational changes 

can be disruptive and may 

lead to a decline in 

employee morale, which 

can be challenging to 

address and overcome.

SKILL GAPS

Organizational changes 

may require new skills and 

competencies, and 

identifying and addressing 

skill gaps can be a 

significant challenge for 

organizations.

TALENT RETENTION

Organizational changes 

can lead to a loss of key 

talent, and retaining high-

performing employees 

during times of change can 

be a critical challenge.



People and Structural Changes in Organization 
Today

WORKFORCE DIVERSIFICATION

Embracing a diverse workforce with different 

backgrounds, skills, and perspectives to drive 

innovation and adaptability.

SHIFTING ROLES AND RESPONSIBILITIES

Redefining job descriptions and task allocations 

to align with new organizational structures and 

objectives.

TALENT DEVELOPMENT AND RETENTION

Investing in employee training, coaching, and 

career progression to ensure a skilled and 

engaged workforce.

COLLABORATIVE WORK 

ENVIRONMENTS

Fostering cross-functional collaboration, 

communication, and knowledge-sharing to 

break down silos and promote agility.

MULTIPLE TRANSFORMATIONS WITHIN 

A YEAR

Change is normal in organizations today. Expect 

to go through multiple restructuring and change 

initiatives within one business year.

HYBRID WORKING CONDITIONS

Approximately 90% of organizations have 

implemented hybrid work models in response 

to the COVID-19 pandemic, allowing employees 

to work remotely for substantial parts of their 

workweek



“People are the heart of 
any organization.”



Identify and Know the Key Roles in a Change Process

CHANGE CONSULTANT HUMAN RESOURCE
ORGANIZATIONAL CHANGE 

MANAGER

FRONT LINE EMPLOYEE TEAM LEADER



Communication Strategies

• ACTIVE LISTENING

Actively engage with employees, encourage open dialogue, and 

demonstrate genuine interest in their concerns and 

perspectives during organizational changes.

• TRANSPARENCY AND CLARITY

Provide clear and transparent communication about the 

rationale, timeline, and expected outcomes of the 

organizational changes to build trust and reduce uncertainty.

• EMPATHY AND COMPASSION

Acknowledge the emotional impact of organizational changes 

on employees and respond with empathy, understanding, and 

support to alleviate their concerns and fears.

• CONSISTENT AND FREQUENT UPDATES

Establish regular communication channels, such as town halls, 

team meetings, or newsletters, to keep employees informed 

about the progress, challenges, and milestones of the 

organizational changes.

• TAILORED COMMUNICATION APPROACHES

Adapt communication styles and methods to cater to the 

diverse needs and preferences of employees, ensuring that the 

message is received and understood effectively.



Culture Change Initiatives

ASSESS CURRENT 

CULTURE

Evaluate the existing 

organizational 

culture, identify its 

strengths, 

weaknesses, and 

areas for 

improvement to 

understand the 

current state and 

inform the change 

initiatives.

DEFINE DESIRED 

CULTURE

Establish a clear 

vision for the desired 

organizational culture 

that aligns with the 

overall business 

objectives and 

strategic direction.

ENGAGE 

LEADERSHIP

Gain the commitment 

and active 

participation of 

senior leaders in 

championing the 

culture change 

initiatives and serving 

as role models for the 

desired behaviors.

COMMUNICATE 

EFFECTIVELY

Develop and 

implement a 

comprehensive 

communication plan 

to ensure all 

employees 

understand the 

rationale, goals, and 

expected outcomes 

of the culture change 

initiatives.

IMPLEMENT 

TARGETED 

INITIATIVES

Design and roll out 

specific culture 

change initiatives, 

such as training 

programs, team-

building activities, 

and 

recognition/reward 

systems, to reinforce 

the desired behaviors 

and mindsets.

FOSTER 

CONTINUOUS 

IMPROVEMENT

Continuously monitor, 

evaluate, and adapt 

the culture change 

initiatives based on 

employee feedback, 

performance metrics, 

and evolving 

business needs to 

ensure sustained 

progress.



Talent Management Considerations

EMPLOYEE ENGAGEMENT 85%

VOLUNTARY TURNOVER RATE 12%

TRAINING AND DEVELOPMENT INVESTMENTS 92%

INTERNAL PROMOTION RATE 75%

Percentage of employees retained during organizational transformation



Book for Thought
In his book 'CHANGEABILITY', Michael Jarrett explores the 

critical role of adaptability in navigating organizational 

transformation. He emphasizes that successful people 

transformation requires a mindset and skillset that 

embraces change as an ongoing process, not a one-time 

event.



Best Practices for People Enablement
Percentage of employees retained during organizational transformation

COMMUNICATE TRANSPARENTLY

Foster open and frequent communication to 

address employee concerns and ensure they 

understand the rationale behind the change.

PROVIDE COMPREHENSIVE TRAINING

Develop and deliver tailored training programs 

to equip employees with the necessary skills 

and knowledge to navigate the transition 

effectively.

IMPLEMENT CHANGE MANAGEMENT 

PROCESSES

Establish robust change management 

processes to manage the people-related 

aspects of the organizational transformation, 

including resistance and adaptation.

OFFER CONTINUOUS FEEDBACK AND SUPPORT

Establish feedback channels and provide ongoing support to address 

employee concerns and ensure a smooth transition.

FOSTER A CULTURE OF EMPOWERMENT

Cultivate a culture that encourages employee engagement, innovation, 

and ownership to drive the success of the organizational 

transformation.



Book for Thought
Peter Senge, a renowned systems thinker and author of the 

groundbreaking book 'The Fifth Discipline', has been a 

trailblazer in the field of organizational change 

management. His insights on the importance of systems 

thinking, shared vision, and personal mastery provide a 

powerful framework for leaders navigating the 

complexities of organizational transformation.



How to Prepare and Manage Change Resistance
FOSTER A CULTURE OF AGILITY

Cultivate an organizational culture that embraces 

change, encourages experimentation, and 

empowers employees to adapt quickly to evolving 

circumstances.

COMMUNICATE EFFECTIVELY

Clearly articulate the vision, rationale, and expected 

outcomes of the change initiative. Engage 

employees through open and transparent 

communication channels.

INVEST IN LEADERSHIP DEVELOPMENT

Equip leaders with the necessary skills and 

mindset to navigate complex organizational 

changes. Provide training on change management, 

emotional intelligence, and strategic decision-

making.

EMPOWER AND ENGAGE EMPLOYEES

Involve employees in the change process, soliciting 

their feedback and input. Empower them to 

contribute to the transformation and take 

ownership of their roles.

MANAGE RESISTANCE PROACTIVELY

Anticipate and address potential sources of 

resistance to change. Implement strategies to 

mitigate concerns, build trust, and foster a 

collaborative environment.

MEASURE AND ITERATE

Establish clear metrics to track the progress and 

success of the change initiative. Continuously 

monitor, evaluate, and adapt the approach based 

on feedback and evolving needs.



How to Prepare and Manage Change Resistance

UNDERSTANDING ORGANIZATIONAL 

PSYCHODYNAMICS

Explore the complex interplay of emotions, 

power dynamics, and interpersonal 

relationships within the organizational context.

ADDRESSING RESISTANCE TO CHANGE

Identify and overcome individual and group-

level resistance to organizational change by 

addressing underlying psychological barriers.

FOSTERING PSYCHOLOGICAL SAFETY

Cultivate an environment where employees feel 

secure, empowered, and encouraged to take 

calculated risks and embrace change.

ALIGNING INDIVIDUAL AND ORGANIZATIONAL NEEDS

Develop strategies to align the personal aspirations and motivations of 

employees with the broader goals and objectives of the organization.

LEVERAGING EMOTIONAL INTELLIGENCE

Enhance the emotional intelligence of leaders and employees to better 

navigate the emotional complexities inherent in organizational change.



How to Navigate Emotions
ACKNOWLEDGE EMOTIONS

Recognize the emotional impact of 

change on your team members. Create a 

safe space for them to express their 

concerns and fears.

EMPATHIZE AND LISTEN

Actively listen to your team members' 

experiences and validate their emotions. 

Show genuine understanding and 

compassion.

COMMUNICATE TRANSPARENTLY

Provide clear and transparent 

communication about the change process, 

addressing uncertainties and addressing 

concerns directly.

FOSTER PSYCHOLOGICAL SAFETY

Cultivate an environment where team members feel comfortable 

taking risks, sharing ideas, and expressing their true feelings 

without fear of repercussions.

OFFER SUPPORT AND RESOURCES

Provide access to counseling, coaching, or other resources to 

help your team members cope with the emotional challenges 

of change.



How to manage your own resistance and emotions

EMBRACE ADAPTABILITY

Be open to new ways of working, be willing to 

learn and grow, and approach changes with a 

positive, proactive mindset.

MANAGE EMOTIONS

Recognize and regulate your emotional 

reactions to minimize stress and maintain a 

calm, professional demeanor during periods 

of uncertainty.

FOSTER RESILIENCE

Develop coping strategies to bounce back 

from setbacks, stay motivated, and maintain 

a sense of purpose throughout the 

transformation process.

SEEK SUPPORT

Utilize available resources, such as mentors, 

training programs, and employee assistance 

initiatives, to navigate the change journey 

effectively.

COMMUNICATE PROACTIVELY

Engage in open and transparent 

communication with leaders, colleagues, and 

stakeholders to stay informed, voice 

concerns, and contribute ideas.

EMBRACE CONTINUOUS LEARNING

Continuously develop new skills, acquire 

relevant knowledge, and adapt your 

approach to meet the evolving needs of the 

organization.



Create or Be part of a Support Network
WHAT ARE COACHING CIRCLES?

Coaching Circles are small, structured groups that provide a safe 

and supportive environment for individuals to engage in peer-to-

peer coaching, problem-solving, and personal/professional 

development.

BENEFITS OF COACHING CIRCLES

Facilitate mutual learning and growth - Encourage accountability 

and follow-through - Foster a sense of community and belonging -

Provide an outlet for sharing challenges and celebrating 

successes

WHAT ARE PEER SUPPORT GROUPS?

Peer Support Groups are informal gatherings where individuals 

with shared experiences or common goals come together to 

provide emotional support, practical advice, and a sense of 

camaraderie.

BENEFITS OF PEER SUPPORT GROUPS

Offer a non-judgmental space for open discussion - Promote a 

sense of belonging and reduce feelings of isolation - Empower 

participants to take an active role in their own growth and 

development - Leverage the collective wisdom and lived 

experiences of the group



Navigating Organizational Change: Strategies for 
Successful People Transformation

HOLD SPACE

Create intentional 

moments of pause and 

reflection. Engage in 

mindfulness practices, 

meditation, or simply take 

breaks to recharge and 

recenter.

INVEST IN PEER 

RELATIONSHIPS

Foster meaningful 

connections with 

colleagues. Engage in 

regular check-ins, support 

each other, and build a 

network of mutual 

understanding and 

empathy.

NOURISH YOURSELF

Prioritize your physical, 

mental, and emotional 

well-being. Maintain a 

balanced diet, exercise 

regularly, and pursue 

hobbies or activities that 

bring you joy and 

fulfillment.

EMBRACE 

ADAPTABILITY

Cultivate a growth 

mindset, embracing 

change as an opportunity 

for learning and personal 

development. Remain 

open to new perspectives 

and be willing to adjust 

your approach as needed.

SEEK SUPPORT

Recognize when you need 

assistance or guidance. 

Utilize available 

resources, such as 

mentors, coaches, or 

organizational support 

systems, to navigate the 

challenges of 

organizational change.

PRACTICE SELF-

COMPASSION

Be kind and 

understanding towards 

yourself. Acknowledge 

your efforts, celebrate 

small wins, and forgive 

yourself for any perceived 

missteps. This will help 

you maintain resilience 

and momentum.



Article from SGLN Fellow:
https://www.differentlens.co/p/navigating-uncertainty

Navigating Uncertainty What Psychodynamics Teaches Us About Truly Empowering Ourselves & Our Teams

UNCHARTED TERRITORY

In late 2019, reports of an unknown lethal virus, 

COVID-19, began to emerge globally, leading to 

unprecedented changes in the world.

LEADING WITHOUT CLEAR SIGNPOSTS

As a leader during this time, navigating the 

uncertainty, managing stakeholders, and keeping 

the team afloat was extremely challenging.

THE HIP APPROACH

Three key strategies to empower leaders and 

teams during uncertain times: 1. Holding 

Environment, 2. Investing in Nourishment, and 3. 

Peer Relationships.

HOLDING ENVIRONMENT

Creating a safe space for honest conversations 

and vulnerability, where leaders and teams can 

explore uncertainties without fear of rejection or 

compromise.

INVESTING IN NOURISHMENT

Engaging in activities outside of work that provide 

a sense of achievement and validation, serving as 

a positive psychological defense mechanism.

NURTURING PEER RELATIONSHIPS

Fostering connections across teams to solve 

problems, share information, and drive business 

outcomes collaboratively.



Examples of Self Care routines for Leaders

1. START YOUR DAY WITH 

MINDFULNESS

Begin your day with a short 

meditation or journaling session to 

cultivate mental clarity and 

emotional resilience.

2. PRIORITIZE PHYSICAL 

ACTIVITY

Incorporate regular exercise, such 

as a brisk walk or workout, to boost 

energy levels and reduce stress.

1. PRACTICE EFFECTIVE TIME 

MANAGEMENT

Implement strategies like time 

blocking and delegation to ensure a 

balanced workload and prevent 

burnout.

2. NURTURE SOCIAL 

CONNECTIONS

Schedule regular check-ins with your 

team, mentor, or support network to 

foster a sense of belonging and 

community.

1. ENGAGE IN RESTORATIVE 

ACTIVITIES

Set aside time for hobbies, leisure 

pursuits, or relaxation techniques to 

recharge and maintain a healthy 

work-life balance.



How to be there for your team

UNDERSTAND YOUR TEAM'S NEEDS

Actively listen and communicate with 

your team to understand their 

concerns, challenges, and 

aspirations during the organizational 

change process.

PROVIDE EMOTIONAL SUPPORT

Acknowledge the stress and 

uncertainty they may be feeling, and 

offer a compassionate ear and 

words of encouragement to help 

them navigate the changes.

FACILITATE COLLABORATION

Foster an environment where team 

members can openly share ideas, 

work together, and support one 

another through the transition.

ADVOCATE FOR YOUR TEAM

Represent your team's interests, 

provide feedback, and advocate for 

the resources and support they need 

to succeed during the change.

By being attentive, supportive and proactive, you can help your team navigate organizational change and emerge 

stronger and more resilient.
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