
TRANSFORMATION 
& CHANGE
Douglas Macdonald​​



T YPES  O F  C HANG E

React ive Embedded Proact ive
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DR IVERS  O F  T HE  NEED  F O R  C HANG E

In te rna l  d r ivers

Change of location
Centralisation vs decentralisation
Need for diversity, break silos

Compet i t ion  ( react ive)

How to improve products or 
organisation to beat competitors, 
or deliver better returns

Technology

More efficient ways of operating 
eg process automation, systems 
implementation/upgrade

Pro f i tab i l i ty

Need for greater shareholder or 
taxpayer value
eg cost base too high
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Reputat ion

Change to improve how the 
organization is perceived by 
stakeholders, inc customers

Creat ive  des t ruct ion

Redesign the organization or 
processes to drive innovation, 
think differently

Economic landscape

Higher costs of business creates 
need to operate differently eg NI 
hike on employers

Regula t ion

Increasing requirements around 
sustainability, equality, fraud and 
corruption



B U S INE S S E S  AR E  U ND E R  PR E S S U R E
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B U S INE S S E S  AR E  U ND E R  PR E S S U R E
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I S  C HANG E NEC ESSAR I L Y  BAD?

NOTHING IS  STAT IC

Every species evolves to adapt to changing 
environmental factors such as predators, 
food sources, climate etc

Economic environments also continuously 
change such as recession, war, change in 
political leadership, disruption to world 
trade etc

CHANGE HAS  A COST

Economic costs of change – redundancy 
costs, consulting, distraction from day job, 
retraining

Reputational costs – organisation risks being 
seen as uncaring of its employees, or 
disrupting customer service

Impact on real people’s lives

6BENEF I TS  OF  CHANGE

Necessary for organisations to survive and 
thrive vs competition

Can improve shareholder/taxpayer returns

Can improve customer experience, 
increasing demand

Brings opportunities for employees to 
develop and grow careers



C HANG E I S  HARD  F O R  EVERYO NE
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For  people  a f fected

Fear

Anger

Powerlessness

Confusion

For  those leading change

Stress

Concern about workload

Emotional toil

Loss of friendships

For  “su rv ivors”

Guilt

Concern about workload

Concern about culture shift

Loss of friendships

Jealousy



KEY  S T AKEHO L DER S  DUR ING  C HANG E

Shareholders  /  Taxpayers Employees

We owe a duty of care to 
employees – to treat them fairly, 
compassionately, respectfully and 
honestly

The law

We have an obligation (morally 
and legally) to comply with all 
applicable regulation
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As leaders, our job is to maximise 
long-term returns for 
shareholders/taxpayers

Change leaders

Those delivering change also 
require support to remain 
resilient and committed to 
seeing it through



T HE R E  AR E  PL E NT Y  O F  M O D E L S  F O R  
M ANAG I NG  C HANG E …
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• Create urgency

• Form a powerful coalition

• Create a vision for change

• Communicate the vision

• Remove obstacles

• Create short-term wins

• Build on the change

• Anchor the changes in corporate culture

Kotter’s 8-Step Change Model

• Awareness of the need for change

• Desire to support the change

• Knowledge of how to change

• Ability to implement required skills and 
behaviours

• Reinforcement to sustain the change

ADKAR Model 

• Unfreeze – Prepare the organization for change

• Change – Implement the change

• Refreeze – Solidify the new state as the norm

Lewin’s Change Management Model

• Strategy

• Structure

• Systems

• Shared Values

• Skills

• Style

• Staff

McKinsey 7-S Framework

• Ending, losing, and letting go

• The neutral zone

• The new beginning

Bridges’ Transition Model



… AND M O D E L S  F O R  DESC R IB I NG  T HE  
EM O T IO NAL  J O URNEY
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KEY  PR INC I PL ES  F O R  M I T IG AT I NG  PA IN
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Communicate

Consultation

Articulate 
why

It’s not 
personal

Avoid an 
information 

vacuum



KEY  PR INC I PL ES  F O R  M I T IG AT I NG  PA IN
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Build trust

Provide 
support

Redeployment 
or retraining

Legal 
compliance

Remember 
the 

survivors



KEY  PR INC I PL ES  F O R  M I T IG AT I NG  PA IN
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Execute 
cleanly

Move at pace

Effective 
change 

architecture

Minimise 
business 

disruption

Right first time



G ET T ING  I T  R IG HT  F IRS T  T IM E
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Def ine  and a l ign  around the end s ta te  
wi th  c la r i ty

Lay out  the  roadmap f rom present  s ta te  
to  fu tu re  s ta te ,  w i th  mi les tones

Per fo rm due d i l igence to  ident i fy  gaps  
in  th ink ing,  r i sk  a reas

Def ine  the  change process
Cons t ruct  the  change governance 
s t ructu re

Develop the communicat ions  p lan

Ensure  everyone i s  fu l ly  b r ie fed

Des t ruct ive ly  tes t  the  p lan  fo r  robus tness



C HANG E G O VERNA N C E
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W HAT  ABO UT  T HE  F UT URE?
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Robotics

Automation of 
repetitive physical 
tasks

No learning capability

e.g. Manufacturing 
assembly line

Robotic Process 
Automation

Automation of 
repetitive rule-based 
processes using 
software

No learning capability

e.g. Invoice 
processing, data entry

Machine
Learning

Automation of 
processes

Learning through 
pattern recognition

e.g. Fraud detection, 
predictive analysis

Artificial 
Intelligence

Simulation of human 
intelligence

Decision-making and 
problem-solving 
capabilities

e.g. Chatbots, 
recommendation 
engines

Artificial General 
Intelligence

Full human-level 
intelligence

Reasoning, problem-
solving, learning from 
experience, and 
adapting to new 
situations.



SUM M ARY

• Change is inevitable - embrace it

• Anticipation of the need for change is better than reaction to it

• Delivering change is tough, but necessary to stay relevant and survive

• Deliver change with pace, but do it properly

• Be kind 17



THANK YOU 

18


	Default Section
	Slide 1: Transformation & change
	Slide 2: Types of change
	Slide 3: Drivers of the need for change
	Slide 4: Businesses are under pressure
	Slide 5: Businesses are under pressure
	Slide 6: Is change necessarily bad?
	Slide 7: change is hard for everyone
	Slide 8: Key stakeholders during change
	Slide 9: There are plenty of models for managing change…
	Slide 10: …And models for describing the emotional journey
	Slide 11: key principles for mitigating pain
	Slide 12: key principles for mitigating pain
	Slide 13: key principles for mitigating pain
	Slide 14: Getting it right first time
	Slide 15: change Governance
	Slide 16: What about the future?
	Slide 17: Summary
	Slide 18: Thank you 


