
How to Help Your Teams Effectively 
Lead and Adopt Change
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Every aspect of your company’s strategic roadmap has been planned  
and finely tuned over months of analysis. You have a target state  
in mind, and though every day seems to bring a new challenge  
or opportunity, you feel confident that you have selected the  
right path forward.   

Leaders and project teams typically face the same challenge.  
By now, you have been actively engaged in the thinking that 
precedes implementation. You were in the room when the difficult 
discussions were held. You have first-hand knowledge of the trade-
offs that were made. You provided input on what the options were 
and why the final solutions were selected. You have a solid and  
sold business case.

The hard work feels done and you are ready to implement.  
You want to mobilize and get aggressive with your timeline.  
You can see the prize.

But it’s this stage—moving too quickly from idea  
to implementation—where changes fail.

A successful change implementation requires time. Currently, the 
challenge rests in how far ahead you are from your fellow leaders, 
managers, and employees. They haven’t had the opportunity  
to assess, learn and engage with the change agenda in the same  
way you have. Yet, they are the group you will be depending on  
o seamlessly implement and adopt news ways of working.

Here’s what you can do equip your organization to mobilize,  
lead and adopt your change agenda.

Adopting Change Begins with Your Team
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Implementing change begins with   
the ability to confidently to explain it.

Change efforts—particularly wide-scale, foundational shifts—require 
explanation. People most effectively engage in and understand the 
reason for change when they understand the problem the change is 
solving for. Sharing with managers and employees a clear, confident 
and compelling change story demonstrates your understanding of 
the situation, your commitment to the solution, and orients the 
change as something manageable and advantageous. 

Your change story is a comprehensive, accessible, and compelling 
explanation of why, when, and how things will be changing. People 
need facts and crave understanding during uncertain times. The best 
change stories outline: clear problem statements (why we need to 
initiate change); solutions in plain terms (what we will be doing); 
expected benefits (what we expect and need from the change); key 
differences from today (what we are moving from and to); and the 
implementation approach (when and how things will be rolled out).

Failing to provide a clear, consistent and compelling change story 
leaves people across your organization to assume and conjure their 
own understanding. Be open, be clear, and be compelling so your 
teams can be confident in the change. 

FOCUS: Craft a compelling change story to inspire confidence.
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ALIGN: Understand and mitigate change risk

The three foundational change risk areas  
are business, implementation and people

Complex change has the potential to introduce a combination of 
business-, people- and implementation-related risks. It is critical  
that you spend time evaluating, assessing and aligning on what  
could negatively impact your change, and put strategies in place  
to effectively mitigate risk.

Business: Today’s strategic changes—including but not limited  
to mergers, outsourcing, workflows, process engineering, and  
the cloud—can have a profound impact on your operating model. 
If implemented poorly, they can result in negative, unplanned, and 
even public performance challenges. Considering business impacts 
early and revisiting them consistently throughout implementation  
is a staple of quality change management.

Implementation: With complex change comes multiple stakeholders 
across multiple functional units and companies. Having effective 
program and project governance structures in place is essential  
to driving the right level and degree of sponsor engagement.

People: Strategic changes require people to adopt new ways of 
working, behaving, and interacting. Not all changes are created 
equal, but every change will have an impact on people. Assess  
at an individual level what will be changing so that you can better 
understand the scale and scope of people-related change.  

The Change Complexity checklist is a simple and effective tool  
that helps leaders evaluate the degree of risk their changes could 
generate. What’s your current risk level?

Find Your Change  
Blind Spot 

Your change projects require 
successful implementation, 
coordination and 
assessment across many 
moving parts. Make 
change risk mitigation a 
priority by employing the 
help of consultants who 
can effectively identify 
and mitigate business, 
implementation and people 
risks. With a neutral third 
party, you can execute 
change projects confidently 
with an objective view of 
your risks.   

Learn more about 
Blue-Mark’s complex 
change implementation 
capabilities.

https://mailchi.mp/2b1f6cb8a299/changechecklist
http://http://blue-mark.ca/complex-change-implementation/
http://http://blue-mark.ca/complex-change-implementation/
http://http://blue-mark.ca/complex-change-implementation/
http://http://blue-mark.ca/complex-change-implementation/
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IMPLEMENT: Meet the core needs of your people.

Build a solid D.E.C.K. for Change

A solid D.E.C.K. for Change is essential for providing individuals  
with the foundations they need to feel confident enough to  
change the way they work.

The D.E.C.K model, which stands for Direction, Engagement, 
Commitment and Knowledge, is a methodology and checklist that 
outlines the four key actions leaders must take to effectively meet 
the needs of their teams during change. 

DIRECTION: Leverage your change story to provide a clear definition 
of what needs to change, why it needs to change, and how it aligns 
with business priorities. Make events, processes and expectations 
recognizable and linked.  

ENGAGEMENT: Identify sustaining sponsors and advocates early 
on, and actively engage them. They are essential in representing, 
endorsing and implementing your change; ensure change 
communications to them are clear, honest and targeted. 

COMMITMENT: Your sponsors need to visibly demonstrate their 
understanding and commitment to the change effort. Deliver on 
short-term wins to showcase your ability to implement and signal 
that change is not only feasible but beneficial. 

KNOWLEDGE: Provide your personnel with the information, 
knowledge and skills they need to be successful in a changing,  
new environment. You can do this through blend of technical 
and soft skill training, readily available documentation, coaching, 
mentoring and feedback. 

Build your change 
capabilities

Successful change 
implementation requires 
a tremendous amount 
of focus and work, and 
may demand capabilities 
beyond your current 
skillset. Develop a 
robust knowledge of the 
fundamental requirements 
and soft skills needed  
to bring your project  
to success. 

Learn how to better lead 
and manage change.

http://http://blue-mark.ca/blue-mark-learning/mobilize-change/
http://http://blue-mark.ca/blue-mark-learning/mobilize-change/
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Hit your mark. 

Develop the confidence to deliver your change. 

Find out how your organization can benefit from  
a multi-dimensional approach that emphasizes risk  
mitigation, stakeholder engagement, and meeting  
the core needs people during change. 

Click here to learn how Blue-Mark change consultants can 
take your company’s change roadmap to success. 

Let us help you discover which risks you’ll have to 
overcome to ensure effective adoption of change,  
and how to get there.

http://http://blue-mark.ca/consult-an-advisor/

