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Change 
Management
Change happens, in fact 

it is the – new norm



Whatever your market sector, 
whatever your particular product 
offer or service provision, the 
economic realities of doing business 
require you to be constantly 
changing, adapting and flexing that 
provision. Organisations must deal 
with ever changing circumstances 
driven by;

• Business growth

• Economy

• Trading conditions

• Strategic direction

• Technology advances

• Competition

• Customer expectations

• Legislation or compliance

This means that what we must 
deliver to customers today could be 
different tomorrow.

The ability to effectively apply 
and manage constant change has 
become not just important, but a 
business-critical imperative. If we 
are unable to adapt, adjust and 
flex, we are unlikely to remain 
in-the-game let alone stay-ahead 
of it. Agile ways of working and 
shifts in the ‘gig economy’1  are 
creating organisations that not 
only recognise they are constantly 
in a state of flux but are actually 

Change happens 
in fact it’s the - new norm...



thriving on that fact. Being able 
to effectively manage the journey 
through the volatility that such flux 
inevitably creates is essential to 
business survival.

Consequently, there is a whole 
service industry that has built 
up around leading, managing, 
supporting and implementing 
transformational change. 

Whether it be the management of 
redundancies, promotions, team 
changes, the implementation 
of large-scale systems, (IT, HR, 
Finance) or integral process driven 
initiatives involving streamlining, 
honing and improving core business 
processes that reap speed-to-
market impact. Even by just 
changing employees’ locations, 
seating, their work colleagues, 

people are constantly required to 
adapt and innovate.

The constant nature as well as the 
business imperative for change is 
well understood, the real impact 
change has on those effected by it, 
the people, less so. 



Individual 
responses 
People are affected by change individually and therefore 
we all respond differently. The psychological impact and 
sometimes emotional aspect of change mean many, and 
in particularly leaders, become desensitised to what is 
happening. They don’t recognise the reactions of those 
around them. They forget that not everyone has the 
experience of a constantly changing landscape that they 
themselves have become so familiar with, and they may 
not be able to cope so easily. We are emotional beings, 
and as such our emotions affect how we respond, view 
and deal with what affects us. 

How does change affect you?
We each have sensitivities, fears, joys and excitements 
that shape how we think, see and behave. Our 
experiences determine our attitudes and behaviours. For 
some, change is threatening, exposing and debilitating 
whilst for others it is viewed as, challenging, presenting a 
learning experience and an opportunity to do something 
new. Whatever our individual responses, it is important 
that those responses are understood, managed and 

harnessed effectively if we are to reap the full value from 
the implemented changes. As leaders, if we are looking 
to harness the latent potential within everyone, we need 
to build supportive, enabling, empowering and equipping 
business environments in which individuals are not only 
able to deal with change positively but can thrive upon it. 
Only then will our people be  capable of bringing the best-
of-themselves to the challenges, opportunities, threats 
and possibilities that transformation reveals. 

Leading through change
Leadership therefore is as much about implementing, 
managing, orchestrating and experiencing change 
as it is about leading change initiatives. It is as much 
about challenging, supporting, coaching and mentoring 
individuals through periods of rapid adaptation as it 
is about performance monitoring and target setting. 
While businesses success is often measured in terms of 
bottom line results, it is often the ability of people to deal 
positively with periods of change that reap the longer 
term commercial benefits that formal change initiatives 
are commissioned to deliver. It is these ‘softer’, aspects 
of change that businesses often see as ‘small change’ 
in terms of the big picture. It is these ‘less tangible’ but 
nonetheless, important issues, that cause the greatest 
levels of resistance.



People, process and system
If you think about the types of change that may well be 
happening now in your own organisation. It may be people 
driven, redundancies, promotions, team changes or just 
someone being asked to sit in a different seat. Process 
orientated, new capability and competency schemes, changes 
to usual working practices, office re-locations, incentive 
scheme changes or amendments to the holiday booking 
process. Or, they may be part of some big system change, 
new large-scale information technology implementations. 
Whatever the drivers, change affects people and people are 
at the core of what makes those changes successful or not.

Most organisations recognise that the introduction of an 
expensive new system will generate a period of significant 
change for individuals impacted by the implementation. A 
project of such size, focus and value would automatically 
include change plans as part of the project implementation 
plan. Training and development orientated interventions, 
communication plans, coaching support and open lines 
of feedback are all likely to be part of the formal change 
management process.

However, recognising and dealing with the emotional 
response of individuals is often left to chance or we assume 
that it’s just part of the leadership role to sort those things. 
When in reality leaders often need support in being able 

to recognise the impact and effects that periods of change 
are having on themselves, those they report to as well as 
those that report to them. Developing leaders to be able to 
recognise, react and manage any apparent “resistance” is 
important, especially when the changes are not connected 
to a specific recognised business-wide project, but are rather 
part of the small localised initiatives relating to cost cutting or 
redeployment.

Resistance is natural, although not always obvious. Change 
is uncomfortable for some and requires different ways of 
thinking and doing. Change produces anxiety and uncertainty 
and how individuals view, cope or embrace those things is 
very individual. Some need support, clarity and direction, 
others need freedom, flexibility and space to process and 
understand.

Employees don’t set out to be resistant. It is a natural first-
reaction. Our response is determined by our preparedness, 
familiarity, self-knowledge and support. Dealing with change 
is a people business, and people are individual. One size 
doesn’t fit all no matter whether the changes a large or small.

Leaders don’t go into change projects expecting there to 
be nothing but resistance, but equally it is good practice to 
presume there will be at least some.

So what can we do to help people reach the end of the 
change curve by the shortest route? 



There are, of course, certain 
things that go almost without 
saying and excuse the cliché but 
“communication is key” in all 
directions. People need to know;

• Why are we changing things?

• What are we changing?

• Who will it affect?

• How will it affect me?

In a perfect scenario, your 
organisation supports a culture 
where, every employee can talk 
about, provide input to, and have 
an impact on the changes you are 
pursuing.

This may depend on how big the 
change is and how many people the 
change will affect.

In an organisational wide change, 
employee input will most likely 
affect how to implement the 
changes at a departmental level, 
with the overall direction, in these 
cases, coming from senior lead-
ership.

If communication is an 
organisational strength, the 
opportunity for input may have 
reached down to the frontline 
employees, however, this is often 
not the case because the input 
and feedback must make their 
way through the varied filters 
of management. This is where 
care must be taken to ensure 
a communication is delivered 
symmetrically across the business.

The goal?
The ultimate goal of formal change 
programmes is to improve things. 

Better performance, improved 
efficiencies, clearer direction, 
faster, leaner ways of working. 
These things are much less likely to 
happen unless everyone is moving 
in the same direction, however this 
doesn’t mean they will all arrive at 
your destination at the same time.

Leaders can reduce natural 
resistance to change by the actions 
they take and how they involve and 
support individuals through it.

Leaders are in the prime position 
to identify those most effected, 
understand why they are affected 
and choose the right kind of 
support or the most appropriate 
form any supportive intervention 
should take.

People resist change for all sorts of 
reasons, some common ones are;

Fear – Fear occurs when employees 
don’t fully understand the 
change or the need for it. When 
change is implemented without 
warning limiting time for effective 
communication it can lead to 
rumour mongering around the 
direction employees are being 
taken. Fear can also be instigated 
by experience both direct (your 
own) and indirect (from others).

Trust – Have they seen it all before? 
Long standing employees can have 
an in-built resistance to changes 
that they see as being previously 
attempted. New managers can also 
effect a trusting relationship.

Loss of job security/control – Can 
occur when companies announce 
they will be restructuring or 
downsizing. Changes like this don’t 

just effect those whose jobs are 
under threat but those who lose 
colleagues or have to pick up the 
additional workload.

Bad timing – Heaping too much 
change on employees over a short 
period of time can cause resistance.

An individual’s predisposition 
toward change – Differences exist 
in people’s overall tolerance for 
change. However, there’s no rule 
of thumb. Everyone is effected by 
any change, how they choose to 
respond to those changes however 
differs for all. Some clearly find it 
harder than others.

1 www2.cipd.co.uk/pm/peoplemanagement/b/
weblog/archive/2017/04/26/who-needs-staff.aspx
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Parity Professionals work closely with our clients to source and develop talent, building capacity and capability in 
order to transform individual and organisational performance. We pride ourselves in doing things differently, and 
are fully committed to providing you with the best service possible.

Contact Details
t:   0208 171 1592
e:  contact@parity.net
w: www.parityprofessionals.co.uk

Parity Professionals work closely with our clients developing exceptional 
talent, building individuals capacity and capabilty to transform 
organisational performance.

Whether you are looking for support in:
• Building the effectiveness and efficiencies of your leadership team.
• Developing baseline competencies or
• Creating individual development plans for managers through 

workshops covering performance management, leadership skills and 
supported by team and individual coaching sessions.

Parity Professionals are the people that can help. We have the passion 
and experience to make a real difference.


