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In the chat, briefly type the response to each of the below questions -

• What is your role in change?

• What impact does your work have on employees in your organization?

Activity 1 | Kick Off



At the end of this session you’ll leave with: 

• An understanding how humans respond to change 

• A change checklist to leverage on your next project

• Questions to answer when crafting any change communication plan

Outcomes



What is Change Management?

Change management is the process, 
tools, and techniques used to 
manage the people side of change to 
achieve business results.



Two Domains of Change Influence

5

Human 
Transformation
(Cognitive Flexibility)

Tactical 
Change
(Organizational Agility)

• Psychology – Change Curve
• Neuroscience – Our brain on auto-

pilot & SCARF

• Easy Elements of Change



Human Transformation Domain



The neuroscience of change
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Some 90-95% of our behavior is driven 
from the subconscious mind

We are “hard-wired” to resist change 
because of our brain architecture

Brains strive for efficiency through 
bundling & routinization



SCARF Model of Social Threats and Rewards

Status

Certainty

Autonomy

Relatedness

Fairness

Threats During Organizational Change

 Influence is reduced

 Lack of Communication

 Lack of say in decision making process 

 The team is now virtual

 Some people are involved, and others are not

Examples to Address Threats

 Provide alternative ways the individual 
can have influence with others (i.e. be a 
mentor)

 Regular, consistent communication to 
provide updates, even if the update is 
“there is no new information at this time”

 Work with employee to determine what 
choices they do own in the situation

 Bring the team together to celebrate 
accomplishment, talk about how they 
feel about the change, determine how to 
best support each other 

 Share the rationale behind tough 
decisions with ALL team members.



Which of the five SCARF components is most important to you? 

A. Status

B. Certainty

C. Autonomy

D. Relatedness

E. Fairness

F. All of the above!

G. I have NO idea

Resources:

• SCARF Assessment

• SCARF Infographic/Checklist

• Your Brain At Work By David Rock

Activity 2 | Poll Time!

https://neuroleadership.com/research/tools/nli-scarf-assessment/
https://drive.google.com/open?id=1asOrtUeiN0Xh8X25-59ayYCV2CTJ86rk


Time

Denial: Disbelief; looking for 
evidence that it isn’t trueHigh

Low

The Change Curve

* Adapted from Kübler-Ross, E., & Kessler, D. (2014). Life lessons: Two experts on death and dying teach us about the mysteries of life and living. New York: Scribner Book Company.

Shock: 
Surprise or 
shock at the 

event

Frustration: 
Recognition 

that things are 
different; 

sometimes 
angry

Depression: Low mood; 
lacking in energy

Experiment: Initial 
engagement with 
the new situation

Decision: Learning to 
work in the new 

situation; feeling more 
positive

Integration: Changes 
are metabolized

Change 
Event

E
n

e
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Tactical Change Framework



Change Management comes in many shapes and forms
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1990’s 2000’s 2010’s

1940’s 1960’s 1980’s



What is a recent change you helped roll out or experienced? 

Write down:

• The change

• What was good about the change? 

• What was difficult? 

• What helped you process the change?

Hold on to this… we’ll be coming back to it. 

Activity 3 | A Recent Change



Three Easy Elements of Change
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• Messaging & Alignment
• Identify the correct message starting with the “Why” and align 

key stakeholders and sponsors

2

• Impact & Coalitions
• Gauging the impact of change through risk analysis and 

mitigations and galvanizing the right people for support

3

• Training & Communication
• Providing needed capabilities for the future state and 

communicating the right message early and often



Your Change Checklist

Messaging & 
Alignment

Make a Compelling Case for the Change:

1. Did you craft a compelling message 
starting with the why?

2. Does it include the risk of not changing 
and a sense of urgency?

3. Is the messaging simple and repeatable?

Engage the Right People for the Change

1. Did you identify the right stakeholders and 
sponsors? 

2. Is there alignment around the proposed 
message? 

3. Is there a shared vision of the intended 
outcomes and goals? 

Impact & 
Coalitions

Gauge the Impact of the Change

1. Is the organization ready and willing to 
adopt this change?

2. Did you analyze the change impact and 
interdependencies?

3. Is there a resistance management 
approach?

Build a Coalition for the Change

1. Have you recruited a team of leaders and 
influencers? 

2. Did you provide the coalition with the 
message & tools? 

3. Is there a feedback loop with the coalition 
members? 

Training & 
Communication

Train Your People for the Change

1. Do you know what the skills-gap are for 
the future state?

2. Did you prepare managers to help with 
the change? 

3. Did you build a training plan?

Communicate Your Change Story

1. Did you segment your audience according 
to needs? 

2. Did you build a communication plan? 

3. Can you sustain the effort with updated 
messaging and information? 



In break out rooms of 3-4 people, briefly share (90 seconds per person)

• The change you wrote down.

• Which of the three elements of change were present in this change?

• Which was missing in this change? 

Once we send you to breakout rooms, you will no longer be able to see this 
screen. Please screen shot this or take a picture on your phone now. 

Activity 3 Follow Up



Your Change Checklist

Messaging & 
Alignment

Make a Compelling Case for the Change:

1. Did you craft a compelling message 
starting with the why?

2. Does it include the risk of not changing 
and a sense of urgency?

3. Is the messaging simple and repeatable?

Engage the Right People for the Change

1. Did you identify the right stakeholders and 
sponsors? 

2. Is there alignment around the proposed 
message? 

3. Is there a shared vision of the intended 
outcomes and goals? 

Impact & 
Coalitions

Gauge the Impact of the Change

1. Is the organization ready and willing to 
adopt this change?

2. Did you analyze the change impact and 
interdependencies?

3. Is there a resistance management 
approach?

Build a Coalition for the Change

1. Have you recruited a team of leaders and 
influencers? 

2. Did you provide the coalition with the 
message & tools? 

3. Is there a feedback loop with the coalition 
members? 

Training & 
Communication

Train Your People for the Change

1. Do you know what the skills-gap are for 
the future state?

2. Did you prepare managers to help with 
the change? 

3. Did you build a training plan?

Communicate Your Change Story

1. Did you segment your audience according 
to needs? 

2. Did you build a communication plan? 

3. Can you sustain the effort with updated 
messaging and information? 



Why must we include this requirement? 

Messaging

Why are we targeting this date? 

Why can’t we skip this step? 
Why aren’t we considering this option? 

Why is this group involved? 

What is your “why” question? 

Why are we doing this? 



Distill the answer to “Why” into a 

single compelling statement

Messaging: An Example



The Two S’s:

• Stakeholders

• Sponsor

Alignment: Engage the Right People

• Participate visibly throughout the project
• Communicate support and promote the change
• Build a coalition
• Successful sponsors benefit from support & 

encouragement from the project owner
From Prosci Article: “Executive Sponsor’s Importance and Role”

• Targets: people who will be affected by the change (i.e. Sales Team)
• Others affected: people who may be connected to the inputs or 

outputs of the change (i.e. Marketing) 
• Internal champions: those helping your roll out the change (i.e. 

Readiness)

https://www.prosci.com/resources/articles/importance-and-role-of-executive-sponsor


Build alignment through 

shared vision and language

Alignment: Shared Vision



Your Change Checklist

Messaging & 
Alignment

Make a Compelling Case for the Change:

1. Did you craft a compelling message 
starting with the why?

2. Does it include the risk of not changing 
and a sense of urgency?

3. Is the messaging simple and repeatable?

Engage the Right People for the Change

1. Did you identify the right stakeholders and 
sponsors? 

2. Is there alignment around the proposed 
message? 

3. Is there a shared vision of the intended 
outcomes and goals? 

Impact & 
Coalitions

Gauge the Impact of the Change

1. Is the organization ready and willing to 
adopt this change?

2. Did you analyze the change impact and 
interdependencies?

3. Is there a resistance management 
approach?

Build a Coalition for the Change

1. Have you recruited a team of leaders and 
influencers? 

2. Did you provide the coalition with the 
message & tools? 

3. Is there a feedback loop with the coalition 
members? 

Training & 
Communication

Train Your People for the Change

1. Do you know what the skills-gap are for 
the future state?

2. Did you prepare managers to help with 
the change? 

3. Did you build a training plan?

Communicate Your Change Story

1. Did you segment your audience according 
to needs? 

2. Did you build a communication plan? 

3. Can you sustain the effort with updated 
messaging and information? 



Change impact can ripple through 
an organization

Impact

Wider focus -
• Is the organization ready for this change? 
• What interdependencies are relevant?
• What other changes are happening on this 

same timeline? 

Narrow focus –
• How will it affect our sales team? Other 

departments?



Coalitions

Leaders and influencers who:
• Understand the “why”
• Support and advocate for the 

change
• Legitimize the change in their part 

of the organization



Your Change Checklist

Messaging & 
Alignment

Make a Compelling Case for the Change:

1. Did you craft a compelling message 
starting with the why?

2. Does it include the risk of not changing 
and a sense of urgency?

3. Is the messaging simple and repeatable?

Engage the Right People for the Change

1. Did you identify the right stakeholders and 
sponsors? 

2. Is there alignment around the proposed 
message? 

3. Is there a shared vision of the intended 
outcomes and goals? 

Impact & 
Coalitions

Gauge the Impact of the Change

1. Is the organization ready and willing to 
adopt this change?

2. Did you analyze the change impact and 
interdependencies?

3. Is there a resistance management 
approach?

Build a Coalition for the Change

1. Have you recruited a team of leaders and 
influencers? 

2. Did you provide the coalition with the 
message & tools? 

3. Is there a feedback loop with the coalition 
members? 

Training & 
Communication

Train Your People for the Change

1. Do you know what the skills-gap are for 
the future state?

2. Did you prepare managers to help with 
the change? 

3. Did you build a training plan?

Communicate Your Change Story

1. Did you segment your audience according 
to needs? 

2. Did you build a communication plan? 

3. Can you sustain the effort with updated 
messaging and information? 



• Leaders get it first! – What resources do they need?

• Significant skill gaps: YOU are the expert in this!

Training



Before you start writing that email, consider: 

• Key messages – What do people need to know?

• Audience – Who needs to know?

• Time & cascade – When and in what order? How will you reinforce?

• Channel – How will you deliver the message in multiple ways?

Communication

Leverage A Comms Plan 
Template

Your ultimate goal: clear, consistent and compelling communications.



In the chat share: 

What is one take away you are leaving with that you did not have when you 
entered the room today?

Final Activity| Synthesizing Learning



• Take the SCARF assessment and come up with ways to take care of your 
SCARF

• Share the change curve with your team and implement change curve check-ins

• Try out one of the change elements next time you are helping roll out a project

Call to actions -



The only thing constant is 
change. 


