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Change Management

STEWART

LEADERSHIP

Quadrant: Lead ChaDimension #18 | Extern@cus | People Results O

Timing: 2 hours,@inutes \ \
Customiz{th/%ﬁxperience to meet the\n%(s of your client. \g/

Forv | classrooms: Most v@@nferencing application w for breakout groups. Use this

ﬁa or another collaborati ture to connect parti%\ to their small groups.
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Your
Minutes Selections
O

S O
Reflection Questions 5 ]
Key Results 5 ]
Definition 5 |
Moying into the Future‘l 20 O
Business Transformation Tool
Rallying Cry 10 O
5 Stories That Motivate Change 5 |
Hallway Conversations Tool 25 O
Change Derailers and Change Drivers 20 O
How We Respond: SARA Cury; \ 10 | N\
Power Tips % 15 (| Ql

0 Individual Action Plan @ 5 %
« Total Time o 2 hour&n@s
0N e N
h%‘w © Stewar: Leadership |

Select activities that @ yort your goals and tim es.

@O

Use this guiide to support an individual\ebaching session or a ogﬂorkshop.
Th ime for all activities iQi uide is about 2 hoursé?ﬁ minutes, but you can
i d

Preparation

Review T@&fé and identify the ac%&ou will use.

S schedule.

%)

and complete only the ties that fit your audien
example:

Use the Video or %@hip Story.
he Future | Business

Cover the Moving'
Hallway Conversations.
Use the Power Tips activity as a stand-alone exercise.

T@ ormation Tool and Rallying Cry or
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(‘O?'@ AGENDA

* Why Change Management?
= Video
= Leadership Story
= Reflection Questions
= Key Results

= Definition
» Moving into the Future | Business Transformation Tool
+ Rallying Cry
« 5 Stories That Motivate Change
» Hallway Conversations

« Change Derailers and e Drivers “'
+ How We Respond: e Q
Power Tips %

* Individual A@ing 0
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VIDEO | 10m O O
1. Play the Ch nagement v d 7

https:/Atewa d ship.wistia /05kv0lbuk1.
2. HavepartiCipants setheq est s he Partcpa tG fo eflection.

é@a iscuss ion usin gth n questio
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LEADERSHIP

STORY

© Stewart Leadership |

LEAD ¥
@NQ\N! -

LEADERSHIP STORY( 5 O
Tell the "Vis@@Fog" (Leadership Le@@/ page 35) or relateé@
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iy CREFLECTION QUESTIONS

Q: How does the lesson relate to leadership?

Q: Do you have targets to help you get where you want to go?
Q: Are you prepared for barriers?
Q: How can you visualize victory?

Q: Can you think of an example when a change in your organization didn’t go well? Why didn't it go well? Did
you notice any themes that led to less-than-optimal results?

Q: What other LEAD NOW! dimensions might you need to leverage to help you manage change effectively?

Q: What are some best practices you use to r‘Nnicate small- or large-scal 'HB\ges? h
Q: What are some best practices you us sure the success of a ch{%%(’ative? (“OQ

NOow! © Stewart Leadership |

REFLECTION QUEST@ | 5m O
Lead a discussi@ @
Q: How doe lesson relate to IeaderQ)
Q: Do Q\We targets to help you@\vﬁere you want to go? Q\/
u prepared for barrier
(‘Q W can you wsuahzetéw ?‘

: Can you think of an example when a change in your«efganization didn't go well? Why didn’t it go
well? Did you notice any themes that led to less-than-optimal results?

P

Q: What other LEAD NOW! dimensions might you need to leverage to help you manage change
effectively?

Q: What are some best practices you use to communicate small- or large-scale changes?

Q: What are some best practices you use to measure the success of a change initiative?
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X CX"  KEY RESDYTS

BUSINESS RESULTS PEOPLE RESULTS
 Effectively responding to a changing + Clearly communicating the reason for and
marketplace benefits of change
» Leading change for sustainable growth  Effectively managing various employee
* Managing and reducing risks during reactions to the change
change + Securing buy-in from those who will

implement the change

%
%
Sk

4

KEY RESULTS | 5m O

1. Direct Iearné\?thelr Participant Gui 0
uss

2. lLeada n Q/
Q: W of the Business Result People Results would @ou the most to make your
c ication more effectiv

at other results will be?h& ved if you improve in t ension?
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Change management is communicating a compelling vision,
leading, and sustaining changes within an organization.

Effective change leaders know how to optimize the change planning
process, test reactions to proposed changes, be active and
visible during a change effort, celebrate successes along the way,

and communica$utcomes to all stakeh%&s.\ Q

@h‘%ﬁﬁ © Stewar! Leadership |

DEFINITION | 5m O
Q: How do you d@change management?@ @

Define cth/ anagement referringt\o/ definition in the Pani@’ﬁuide.

P

Talk oints

P ader must create and ch ion change.
. is includes involvin I&Fm are affected by the %‘é process and studying previous
failed efforts and learnifigifrom them.
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MOVING INTO THE FUTURE

Consider a change initiative in your business. The Business Transformation Tool below ean help.

1. Identify behaviors and practices that you have today. Write them under the Today column.
2. Then imagine where you want to go. In the Future column, describe what you expect to see in the future. Make it aspirational and
compelling!

___Business Transfarmation Tool
==

Today | Your Current State

Future | Where You Want To Go

&£

&

S
4

NOow! © Stewart Leadership |

MOVING INTO THE FUTURE | 20m O
Introduce th@iness Transformation @ @
Direct icipahts to the form in th rticipant Guides Q/
Explain that the left side should refle e current state
Q at the right side sho@ ct the future state th@’M to get to as a result of the
ve participants consi ange scenario in fro em.
ive them 5 minutes lete the form. Enco %mem to be aspirational.

Pair participants.
8. Give pairs 10 minutes to share their forms and hear feedback on their work in progress.

Hpwod =

Talking Points

* You can use the Business Transformation Tool to help develop your vision for the change.

» Reinforce the importance of leveraging desired results as a part of identifying where you want
to move from and where you want to go.

» These future statements should support your overall desired result and should be
aspirational.
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RALLYING CRY
"5-Year Plan in 90 Days!" “Feed Our Customers Now" "Jump-Start Qur Clients"

Avrallying cry:
+ Isa simple phrase, symbol, or image that unites people to act
*  Prioritizes and cuts through distractions—what not to do
*  Isa short-term, #1 focus (30-90 days)

What Is Your Rallying Cry?

1. Usethe space below to brainstorm ideas.

2. Consider these questions:

+  What is the greatest value you can provide to your customers?
*  What is the greatest growth ity to benefit the or
financially?

+  What is the organization’s greatest strength?
= Whatis your current situation and how is it differengfrom the future desired state?

3. Repeat this activity with your team to develop a ¢ ::Ntw toinspire your change initiative. ‘\
Notes:

RALLYING CRY | 10rO
1. Introduce 'ch‘xa lying Cry tool.
2. Explai t arallying cry is a short

toward a‘¢dmmon purpose.
3. P the blank area betw NToday and Future COQ
them and creates mo um.

%

The rallying cry sits be

int the class to the e in their Participant Gui
eview the question X%Bider when creating % cry.
. Givethem 5 minute% ainstorm a rallying cry&‘@ heir partner.
7. Have them write the rallying cry between the Today and Future columns on

Transformation Tool.
8. Encourage them to repeat this exercise with their teams.

Talking Points
» The rallying cry helps mobilize everyone around the vision.
+ The team gets even more invested in it when they have a role in creating the

S,
4

© Stewart Leadership | 10

%orable statement T@}tmite team members

in the Business Transformation

their Business

message.

» The Rallying Cry is a great team activity to help create buy-in during a change initiative. This

short, memorable statement can serve as their purpose statement.

» It can last for 3 to 12 months or even longer and must support their strategic objectives as

a team.
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[ ) 20% COMP@Beating the competition, achieving industry
leadership, steering investor or board direction

° 20% SOCIETY: Making a better place to live, building the community,

5 STORI ES stewarding resources

THAT [ 20% CUSTOMER: Making it easier, providing superior service,

MOTIVATE experience, better quality product
CHANGE I

20% TEAM: Nurturing a sense of belonging and a caring
environment, working together efficiently and effectively

@NDIVIDUAL: Considering @velopment,
'0% aycheck/bonus, empowerm%a

S,
4

© Stewart Leadership | 11

5 STORIES THAT M TE CHANGE | 5m O

1. Introduce th\%ories That Motivate Ch @ @

2. Directl ersto their Participant Gdides. ™ Q/

TaIkin@nfs g\/ Qs\/
« H e communicate information about the change to vati audiences has a significant

act on engagement.

-?T\/pically, managers u c%%tory line to talk abo rYPhpact of change. The story line is
often only from the m r's viewpoint and has agerial bias.

« It typically sounds like this: “If we make this change, we will save $1 million or make $5
million.”
» That's nice but that story line only engages about 20% of the primary audience.
* Only 20% of the people are energized and engaged by this.

A\ A A\
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HALLWAY CONVERSATIONS TOOL

1. Identify a current change you are working through.
2, Address each topic in the first column.

3. Write alternative ways to communicate the change

Maotivate Change.

"Here's what
the change is
about..”

"Here's why it's
important to
do.."

"Here's what
success will look
like..."

"Here's what we

need from

you.."

"Here's what
you can count
on from me..."

HALLWAY CONVER@NS [ 25m

-_—

_m.,sS‘

6.
7.

Explai arch suggests tha

line n@ft comes to change.
S%at individuals choosQ

(@[LWAY CON@‘REATIONS

Introduce th‘\g%lway Conversations To IQ \d‘b
re 1@0 he population is en@ y one of five story

based on the audience you are addressing in each column. Use the 5 Stories That

© Stewart Leadership | 12

O O

ar the message you s@\ﬁ)m their own perspectives and

es this mean people m ings up? What does it?ha ?

Direct the group to tr@ble in their Participant G
Have them work individually to identify a current change they are working through and identify
different ways to communicate the change to different audiences with unique motives and

interests.

Allow 10 minutes for individual work.
Allow 10 minutes for partner sharing.

Talking Points

The storyline, "If we make this change,

we will save $1 million or make $5 million" only

engages about 20% of their primary audience and engages 20% of the people.
The message people hear may be dlctated by the story line coded in thelr heads. We want to

Emphasize things in different ways
leader, your challenge is to identif

consider what stories we're sharing an t them to fit with thes us story lines. @\\

different ways. You want to e e 100% of your audience

O\A

varlous perspecti a dlences As a
|S|on and other com@sﬁtlons and tell it five

O O
O\; Ot\

©15t® Leadership. All Rllgh@served. www.ste\/}/ar@ershlp.com
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(§5ERAILERS OB%HANGE

( Blamer 1 (Emotional Onel (UnderEstimatorW ( Reclusive 1 (Overwhelmed W

Abandons Panics when Believes a single Avoids or puts Displays stress
responsibility to issues begin communication will off important over change
solve problems piling up, allows be enough to conversations, in addition to all

and instead temper to flare, engage others, hides out in the other day-to-

points their becomes saves resources by their office, or day tasks and

finger at autocratic under ipping training, procrastinates “
everyone else pressure, or oﬁassumes needed \
makes unrealistj y

demands

\ projects
o

weeks

stainability decisio
efforts will only
require a few 0
y 4

© Stewart Leadership | 13

CHANGE DERAILER@J CHANGE DRIVERS | 2@

1. Introduce th\dé?ange Derailers and Chal Qrivers discussion. 0

2. Review. ailer. %
Haveparti€ipants circle the roles,theywhave seen and the role\th/ ave played.

3.

4, DQ he characteristics anQ1 fmpact. Q
5. @Q ition to Change Driver@ @
QWhich of these deraile‘e;s.zl%?you seen before? (‘Oﬁ?\

: What impact has the r had on the change?
Q: Which of these have you been before?
Q: Where can you coach and redirect these derailers in your organization?

Talking Points

» Leaders set the pace and tone for how the organization reacts and responds.

» Self-awareness is critical. Leaders who are aware of how they come across can adjust and
accommodate for different environments.

* When you find these change derailers in your organization, they need your help and coaching.
Have patience with their concerns, model the behaviors you want to see, and share your vision

so they can see where to go. -\\ «\\ \\
X o X
O O D
A A A
O O O
0\5 OY\ Ot\
©15t® Leadership. All ngh@served. www.ste\/}/ar@ership.com
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Q:)% DRIVERS O%ANGE

(Communicator 1

Communicates

repeatedly why
this is important,
what is going on,
and listens to
feedback from
those impacted
by the change

Introduce the C
Review each .

circle drivers they ha

Pace Setter

( il

Adjusts words,
tone, behaviors,
and calendar to
drive and sustain
change

Drivers.

Have particﬁsﬁa-l‘a
Discus characteristics and thed

ich of these will be a chall

: Whi Mese have you seen

Talking Points
When you find these change drivers in your organization, amplify their efforts.
Give them space and showcase them as models for others.
These drivers of change are the wind beneath your wings and facilitate your organization’s

progress.

b@%f
for you?

lly to you?

of these will come pa
% here can you promo%%&upport these drivers%%ﬂ?‘organizatio

Prioritizes the

Helps someone
through their
emotions and

provides
empathetic

ning, helpful
infonmation, and
clear deadlines for

oving forward

existing along
with the new
work to ensure
quality remains
high

LettingGoEnableJ( Prioritizer 1( Celebrator W

Y

and

ind

Catches people
doing things right

compliments,
promotes, and “

Xewards the right

recognizes,
thanks,

of behavior

S
4

O

a

make an impact.

@Q\/

Be sure to model these behaviors and walk the talk yourself.

O

A

O\AO
0 5480

&
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O
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HQg?\TVE RESPON%‘%‘ARA CURVE

Surprise Acceptance

\ Is this really 1 have a clear 5
\ happening? focus and plan. f/ ;

\

\

\

I gave my all and / There are so many
now look what I get. ™. / new ideas. ‘

HOW WE RESPOND A CURVE | 10m O
1. Direct Iearn@their Participant Guide@
d >

2. Review isc¢uss the SARA model.

Q: Ho \yo'u react to change inil@e’m your world? Q\/
Qw elps them get from sta stage? @

Q‘Allow 5 minutes for i %a reflection.
.~ Have participants pl selves, team membe d business partners on the curve.
5. Have them begin to draft ways to approach messages for the different quadrants.
Q: What is the advantage to understanding where others are on the change curve?
Talking Points
» It's a similar pattern when dealing with feedback and dealing with change.
» There are natural stages to dealing with the feelings about the experience.

» Understanding where you are builds empathy for those around you.
» Understanding where your team is helps you adjust your messaging for each stage.

A\ A A\
2% o X
O O O

A A A
O O O
0\5 O\A O:\
©15t@ Leadership. All R/igh@served. www.stev;/a r@ership.com



POWER TIPS

POWER TIPS | 15m

Facilitator Note:@can do this activity in

1

. Divide\tl'} articipants into grou
2 A n ePowerTlpssoeale

hem 5 minutes to dis
ir daily work.

Define the chang@

deciding where you are now
and where you want to be.

Consider the cultural impact
of the change.

Make sure the goal or end
result of the change initiative
is clear to all involved.

Develop communication and
project plans.

Anticipate and be prepared to
mitigate resistance.

O

or 3.
has at least two tip
nd document how th

10. |deptify and report clear -~
easures of success for the \
r@ject and business impac

\g’o

e@a physical or virtual cl

Demonstrate direct benefits
to employees and
customers.

Identify, develop, and
maintain strategic
partnerships.

Develop well-thought-out
transition plans and
processes.

Assign a dedicated person or
team to implement the
change.

-

2
'\0

© Stewart Leadership | 16

&

uss.
ach incorporate those tips into

C‘a&‘ﬁave them record th%?% on a shared docum t%rtual whiteboard.

Bring the groups bac

O

S
O

ether and ask each to s

N\
&
A

O
O\A

2
K2

their best ideas.

0

S
Ot\

©15t® Leadership. All Rllgh@served. www.ste\/}/ar@ershlp.com

&

16



INDIVIDUAL ACTION(PLANNING | 5m O O
&

INDIVIDUAL
ACTION
PLANNING

© Stewart Leadership | 17

Direct panic@s to the Individual Actic Qan documents they hav\én rogress.

Give thefpra feWw minutes to compl heir'development plans férthis dimension. They won't
finish durinig class—the point is t@ gehstarted.
A«?h to reflect on the on@n hey will do differentl)qi%hfrow.

Points
ke a moment to thi ogm& results you want to %@ by working to improve how you
manage changes iny ganization.

Document one or two desired results along with the supporting actions, people you'll work

with, and a due date.
What is the one thing you can do tomorrow to make a difference?

A A\
o o
O O O

A A A
O O O
0\5 Ot\ Ot\
©15t® Leadership. All ngh@served. www.ste\/}/ar@ership.com 17
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LEAD NOW! All Access

CHANGE MANAGEMENT

SAMPLE
PARTICIPANT
GUIDE



L W
: Lead Change | Dimension #18 | Exer ﬁr‘ Focus | Peor




S X S

\90 @O Participant Gﬁ{@%ange Management

OVERVIEW

Change management is communicating a compelling vision, leading, and sustaining changes within an organization.

Effective change leaders know how to optimize the change planning process, test reactions to proposed changes, be active and visible
during a change effort, celebrate successes along the way, and communicate the outcomes to all stakeholders.

REFLECTION QUESTIONS R \%

Q: How does the lesson relate to lead i|c>'} «V &V

Q: Do you have targets to heIp@et where you want to go? é é

O O O
Q: Are you prepared rrlers? @

Q: How can&lize victory? &

Q:cC think of an example when a change in @ganization didn’t go well? Why didn’t i@g? Did you notice any themes that led to
Ie?@ -optimal results? ?\ ?\

Q: What other LEAD NOW! dimensions might you need to leverage to help you manage change effgct\i:ely? _\\
Q: What are some best practices yoi éﬁ) measure the success of a change initiit@ &

Dimension Participant : © Stewar@ ip QO Page | 2
\A & & \

Y 2

/

Q: What are some best practices you use tos%%te small- or large-scale changes?



S X S

@ Par‘[icipantGk~ Change Management
KEY RESULTS Q/ . Q/ .
)V

2 A\ 2
Business Resulis
Effectively respo 0 a changing 4nicating the reason for and

Peopie Results
X 2 0003
marketplace benefits ofsefange

* Leading change for sustainaple growth *  Effectively managing various employee
* Managing and reducinggfisks during change reactions to th Q&

* Securing bu% those who will %Q/\

% implemen ange
O & O

What other results will be achlav@( you improve in this dimension? é é

Notes: O O
\
Q/\

Dimension Participant i O Page | 3
imension Participan \c@ ‘ @Qp \Q

Y 2
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O O O
Q @ Participant G@ Change Management

MOVING INTO%PUTU RE % Q/
. N . N . N

Consid }ge initiative in your business. The B Mnsformation Tool below can help. Q\/

1.1 ify behaviors and practices that you have y. Write them under the Today column.
. n imagine where you want to go. In %ﬂre column, describe what you expec %\ the future. Make it aspirational and
compelling!

Business Transformation Tool

Today | Your Current State Future | Where You Want To Go

Dimension Participant i O Page | 4
imension Participan @ ‘ @Qp @

Y 2
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@ @ Participant Gk Change Management

RALLYING CEYQ/ . Q/ N
"5-Yea QM Days!" "Feed Our Customers N Mp-Start Our Clients" Q\/
Qc‘ .

Aral ry:
%;s a simple phrase, symbol, or image th ites people to act
Prioritizes and cuts through distractions at not to do

e Is ashort-term, #1 focus (30-90 days)

What Is Your Rallying Cry? %Q/

1. Use the space below to brainstorm ideo

2. Consider these questions: & «
*  Whatis the greatest va olhcan provide to your customers?
*  What is the greatest opportunity to benefit the organizati O
financially? é

*  Whatis the o(@}a n’s greatest strength?

t situation and how is it different frog ure desired state? O

*  Whatisyo
3. Repeat this activ@w your team to develop a common raInyk to inspire your change initiative.
Notes:

< <&
N 69?5%\ Cb??‘

F
N N N
o‘b((’ 0@‘0 o‘?’((’
S S S
< < <

Y 2
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@ @ Participant G@ Change Management
5 STORIES TEA%TIVATE CHANGE Q/ Q/

1 \/

Resear gests that 20% of the population are @@ y one of these five story lines when;Qh to change. A typical leader uses one

stor talk about the change and therefore ages 20% of the audience.
?U% COMPANY: Beating the competitio eVing industry leadership, steering inve oard direction
% 20% SOCIETY: Making a better place to %mldmg the community, stewarding resog:é
e 20% CUSTOMER: Making it easier, providing a superior service, experience, or better quality product
e 20% TEAM: Nurturing a sense of belonging an %\\g environment, working together efficiéntly\and effectively \
e 20% INDIVIDUAL: Considering personal de nt, paycheck/bonus, empowerment t ?/ %Q/

D 3 D

Your audience chooses to hear the m&e you share from their own perspective &ens To be effective, adjust your story to&ége all
audiences as in the example belo

Company é es are growing faster than revenue ; ’ : '
a

able in our prices

Example

Society deliver affordable housing, we must b

Customer Increased simplicity, flexibility, few ors, more competitive prices %

Team Q\/ Less duplication, more delegat'Q' ased accountability, faster pace Q\/

Ind@ Bigger, more attractive jo@ &

% A large US financial sewVices firm recast their change story 3 maamths into their change effort.
Using all five change stories, it Ilfk*amployee motivation measures fromaﬁl% to 57.1% in a month.

o4 o

0

Dimension Participant : © Stewar@g;p Q: Page | 6
\A & & \

Y 2
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@O @O Participaa/ G@%ange Management

HALLWAY CQN%?ATIONS TOOL N %

. N
1. Ide @Ment change you are working throu Q\/ Q\/

each topic in the first column.
e alternative ways to communicate the e based on the audience you are addreS§sing'in each column. Use the 5 Stories That
otivate Change.

———
"Here's what
the change is % Q) %
about...” 0 0 0
"Here's why it's & « &
important to

e o‘\‘o - y
suces will look @ @

$¢‘/ $& &
et wha Co?* (g?"
N
050

an count

Eén from me..."

Dimension Participant : © Stewar Qp O: Page | 7
\ P \

Y 4 - Y 2
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@ @ Participant Gk Change Management

CHANGE DERA@?
L & . N
1. Re 'Qac Change Derailer. \/
2. Gi
3.

es you have seen before. What impa e derailer had on the change? @E

e roles you have been before. How can oid that in the future?
% here can you coach and redirect thes% lers in your organization?

\’ ‘ Under Estimator

‘ Blamer Emotion ’ ‘ Overwhelmed ’

&

Avoids or puts
off important
conversations,

Panics when
issues begin
piling up, allows

ddition to all

naN temper to flare, gag hidesoutin |, e'other day-to-
@nts their becomes @s resources by their office, or day tasks and
A inger at autocratic under \ pping training, procrastinat projects
\éveryone else pressure, org” } &'

or assumes need
makes unrea sustainability decisi
dema efforts will only
?5 require a few ?&.
% weeks %

Notes:

Dimension Participant : © Stewar Qp Q: Page | 8
\ P \
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Q @ Participant Gk Change Management

CHANGE DRIVE@
L N . N . N

1. Re 'Qac Change Driver. Q\/ Q\/
2. @o es you have seen before. @
What impact has the driver had on the : ?\

% Which of these will be a challenge f% ? Which will come naturally?
° ese drivers in your organization?

Where can you support and promote

Adjusts words, Helps ,.o Prioritizes the Catche @
tone, behaviors, thr «@ eir existing along doin right
NP ] and calendar to emotigps and with the new andg&w‘ izes,
is going on, drive and sustain prevides work to ensure thamks,
and listens to change pathetic quality remains %Zpliments,
feedback from [IStening, helpful high \ motes, and

those impacted
by the change

information, and wards the right

clear deadlines for §Q kind of behavior

moving forward

O\ O\
£ g

Dimension Participant : © Stewar@ ip O: Page | 9
\A P P \

Y 2
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HOW WE RE‘SP%'] SARA CURVE

S
&

Y\

O o

Participant G@ Change Management

We all
patt

appropriate quadrant(s).

3.
guadrant(s).
4. How will you adjust your message based
the space provided below. &
1. Surprise éo
Searching for

*  Shock/numbness
. It v.wII be over re@m information
*  "This too sha

* Disbelief @

Your approac%
r ?5; .

"This will never work" % Searching for

% * "l can't sleep at night" empathy and
*  Anger; fights and resists support

»  Withdrawal from the team o

O
OY\
Dimension Participant

Y 2

Your approach:

Qo xperience change in a similar manne Qis ormal and healthy. Recognizing this Y
A) can help you and your team make @ ge process a positive experience. @
.%sider where you are on the SARA curye. your initials there.
., Consider members of your team and w?% ey are on the curve. Mark their initials

Consider business partners and where they ar@their initials in the appropriate

re individuals are on the curve? Drafté@ ,

&

© Stewar@ ip
&

Acceptance

/"?’

focus and plan.  /

v \\\ happening? l y
<____\e___>

Is this really I have a clear

1 4

I gave my all and\_v | // There are so mauy

now look what | get. \ yd new idcas.
\\- "//V,

i

Ratigna

ESearching for new

goals and challenges

Anger

%ane

Inspiration and motivation
o e Teamwork

Q »  Satisfaction

Clear focus and plan
Your approach:

3. Rationalization?»§
e  "lcan

. Frustr;c%
*  "lI'have too much.to do"
*  "lcan't focus"

Your approach:

S
o/\o
e

Searching for
priorities and follow-

B
S
N

o‘\o
\Y

Page | 10
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Participant G@ Change Management
&
These P§Q¥can help you be even more effecti§ Manage change in your daily worl@s age to write your thoughts about how

you rporate them into your own leadersh

;. Define the change by deciding where you are now and where you Notes:
3. Make sure the goal or end result &gge initiative is clear to &0 &0

all involved.

4. Develop communications @ ect plans. é: é:
5. Anticipate and be d to mitigate resistance. OO OO

6. Demonstra@ct benefits to employees and custome@ @

7. @2 develop, and maintain strategic partner . 3?
% evelop well-thought-out transition pla@ocesses. %E

9. Assign a dedicated person or team to implemwhange. @ ;\
10. Identify and report clear measures of suc %r the project and 0% 0%

business impact. &
S S S
0é (;;}é Oé
Dimension Participant @ © St‘ewa@ ip \9 Page | 11

Y 2

want to be. \
2. Consider the cultural impact of the change@@

e



ACTION PLA{\I

Reflect Qe\/
1. @an you add to and/or edit on your IAR?
at is the one thing you will do differ% m ?

learnings from this workshop.
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{ Your
@ Activity Minutes Selections

@ Video 10
Leadership Story :Q\/

Reflection Questions ?\
Key Results @ %
&)

Definitio

%

Movij /(mto the Future |

Bu @s Transformation Tool (\“‘6
ahsy

d ing Cry O 10
@ 5 Stories That Motivate Change \0 5

Hallway Conversations Tool Q/ 25
Change Derailers and Change ers 20
How We Respond;{ARA% 10
Power Tips Q) 15

%
D@DDDDDD@DDD

Individ&l on Planning «

T@me é}lrs, 20 minutes

a o
@S\ LEAD

W/ NOW! © Stewart Leadership | 2




O\“
AGENDA
- Why Change Manag@gk/

= Vide
. ;%vhﬂps ry \)Q)Q/\
ection Questions
&

«Key Results
éq Definition éo
O * Moving into the Future | Busines nsformation Tool
 Rallying Cry @
« 5 Stories That Motivate gg'e
» Hallway Conversation Q

* Change Derailers ange Drivers
« How W%@on&%ARA Curve Q)O
S

« Powe
I

)
. jvidual Action Planning &
Sk Sk

© Stewart Leadership | 3
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w2/ NOW!

Q
Q QY
I-?ﬁ&does the lesson relate to Ieader@ @
X
Q: How can you visn&e victory? éo éo
;Q}Iv(er LEAD NOW! dimensions m ; u need to leverage to help yo$}m’ge change effectively?
A A

S Y“ A
i to?l
& TION @ <

Q:'Do you have targets to he@-%}ge here you want to go? Q)@
Q: Are you prepared for@r fers? «
Q: Canyou th@an example when a change in g@%rganization didn't go well? Wh@@m’t it go well? Did
you notice emes that led to less-than- opt esults? \\

t are some best practlces*ou communicate small- or l&ge Qfe changes? \
Q: What are some best pra you use to measure the succeé a change initiative? OQ)Q/

éO éO éO

a ( ) a

LEAD © Stewart Leadership | 6



. Effectivekg:e:)sponding to a changing

markeiplace O O
. Le@g change for sustainable growtf@ « Effectively managing variq@employee

.&:g%ing and reducing risks duringg/
S
Q
0‘2)
O&
<

[
O=Re

O

é%learly communicating the reasségr and

benefits of change

reactions to the chang

« Securing buy-in fro se who will
implement the ¢
QX

<N
S S
N

0/\0
<

© Stewart Leadership | 7
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D@;ﬁuTmN 2
< QY
; S S
% L @ L @

Chéqbg management is communicaq%a compelling vision, Al

&ading, and sustaining chan@ithin an organization. &

ective change leaders know, to optimize the change pla
A\ process, test reaction \proposed changes, be active E
Q\/ visible during a changeQ‘fiort, celebrate successes aloqg\he way,
& and commuqii%@e the outcomes to all stake rs.
< N © AR
\)‘o
A

© Stewart Leadership | 8



S X S
O

O
¥ MOVING ng% THE FUTURE <
Q

A\ R &
%?s MOVING INTO THE FUTURF(/\ O‘)?“ (/\ G)?\ O
Consider a change initj %r business.:;E Business Transformation Tool below can help. %V v - %
oY D N

Yy
1. Identify behavi actices that you have today. Write them under the Today column.
2. Thenima where you want to go. In the Future column, describe what you expec ee in the future. Make it aspirational and &

© Stewart Leadership | 9



O\“ OY" S

RAQ@%NG CRY <&
N4

N

%E RALLYING CRY /:\ O»,E /;\ E Q/\
¥ 7 3 -/
"5-Year Plan in 90 D@éed Our Customers Now" "Jump-Start Our Clients" V %

A rallying cry:

. Is&ple phrase, symbol, or image that unites people to act
. @iti es and cuts through distractions—what not to do

s hort-term, #1 focus (30-90 days) EO
dha Is Your Rallying Cry?
0 . Use the space below to brainstorm ideas.
\ 2. Consider these questions: \3

% *  What is the greatest value you can provide to your@ers?
\/ *  What is the greatest growth opportunity to ben@ rganization
Q financially? Q
* What is the organization’s greatest streng
* What is your current situation and ho ifferent from the future desired state?
%; 3. Repeat this activity wi Nteam@glop a common rallying cry to inspire your change initiati a\ %Q s\
9 2% &
LEAD

NOW! © Stewart Leadership | 10




A S
| O O
\% N\
o é‘{/o COMPANY: Beating the competiti Qa/chieving industry
®Q eadership, steering investor or bo@ction
X" X"
\ % 20% SOCIETY: Maki %\b\etter lace to live, building the cor@?’?y,
5 STORIES stewarding resou@% \5
% A\ A\

THAT 0 20% CUS'&E)R: Making it easier, providing supem?gzrvice,
M OTIVATE experi@, better quality product O
O O

CHANGE

% TEAM: Nurturing a sense of belo and a caring

o ngi%’
§Q nvironment, working together eff@l and effectively

X
20% INDIVIDUAL.: C@F’B@ing rsonal development, G)@

¢ paycheck/bonus,{Tj werment to act 0

A
Q@ Q@

© Stewart Leadership | 11
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LEAD
NOw/!

O O

0”Here's why it's @

S X

HALLWAY QgNVERSATIONS’o@
& &

HALLWAY CONVERSATIONS ?‘ ?\

1. Identify a current ch%gare working :Erough. %6

2. Address each topit\ irst column.
3. Write alternati ays to communicate the change based on the audience you are addressifig in @ach column. Use the 5 Stories That

Motivate Ghange.

Company Individual

important to

"Here's what

success will look Q
like..."
"Here's what we §
need from % %
you..." %
"Here's what 0
you can coun
on from "

Eb 50 .

A

O

© Stewart Leadership |

12



dﬂu LEAD
NOW!

o"‘ 0‘“ o

& 5 DERAuV&hs OF CHANGE @Q
§ Under Estimator ﬂgcluﬁ Overwhelmed

/\m ons Panics when Be a single Avoids or puts '@ys stress
respensibility to issues begin C ication will off important over change
) Q}Ve problems piling up, allows Qe enough to conversations, %’addition to all
Q\/and instead temper to flare, \éngage others, hides out in Q\vthe other day-to-
@ points their becomes saves resources by their office, Qr day tasks and
?‘ finger at autocratic un skipping training, procrastin projects
% everyone else 'e‘s§ur or assumes \% % '\\
@5 unreatistic sustainability cisi Q)Q/
\O demands efforts will only ‘ ‘0
A require a few

&= 8

© Stewart Leadership | 13



OY“

5 DRIVI;/RS OF CHANGE

Communicator

He@omeone
gh their

Adjusts words,

@nicates
edly why

tone, behaviors, th
‘ this7is important, and calendar to %motlons and
Q atis going on, drive and sustain \/ provides
@ and listens to change empathetic

feedback from listening, helpful
%?‘ those impacted '\ %?s information, and

by the change Q)Q/ clear deadlines for
\O moving forward

A \
& O
( ) ( )

dﬂu LEAD
NOW!

Pace Se ?“: Letting Go Enabler

V 4
V

Prioritizes the

existing along
with the new
work to ensure

quality rema

hlgh
SN ©

@

A

0O

Q&

Celebrator

9
C@s people
oing.things right

d recognizes,
thanks,
compliments,
promotes, and

rewards the right
kind of behavior

vV

A

S

2

2
2

© Stewart Leadership | 14
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e e O

Q&\ HOW WE REngbND | SARA c%@v%
C‘o§ Supp iS@?'@ Ac taﬁfée

© Stewart Leadership | 15



POWER TIPS

‘A
@O

1. Def?\ﬁé change by
ing where you are now

where you want to be.

2 o-7()on3|der the cultural |m%€(;\ C?

of the change.

d

3. Make sure the goa &end
result of the cha nitiative
e

is clearto alli :
4. Develop c@nication and
project Iém.

5. Anti %6 and be prepared to
mity¥ate resistance.

N of
S

X

6. ﬁn%ﬁstrate direct benefits
employees and
ustomers.

|dentify, develop, and @
maintain strategic \50-7
partnerships.

process

9. Ass dicated person or
r&n implement the
Qa ge.
1 %entlfy and report clear

measures of success f
project and business i ct.

8. Develop well@ght -out
transition F!a and

© Stewart Leadership | 16



INDIVIDUAL
ACTION
PLANN!ING

4
’
qi)LEAn. © Stewart Leadership | 17




	Change Management Module Facilitator Guide SAMPLE_watermark
	LEAD NOW All Access Change Managment Sample
	Change-Facilitator
	Change Management Module Facilitator Guide SAMPLE_watermark
	Change-Participant
	Change Management Module Participant Guide SAMPLE_watermark
	Change-Slides
	Change Management Module Slides SAMPLE_watermark




