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About me 
 
 
 

An organisational change management rebel with a cause! 
 
Enjoying challenging the status quo I  drive new ways of 
working along with new ways of thinking. 
 
I have authored two books on organisational change 
management and the third is on the way. 
 
My recent publication “Game On! Change is Constant” 
provides individuals and organizations with tactics to win 
when leading change is everyone’s business. 
 
I am an author, speaker, coach, mentor, facilitator and 
trainer, with the desire to make a difference. 
 
I am passionate about enabling individuals to be resilient 
and thrive in a rapidly changing and ambiguous world.  
 
We have to stop talking about managing resistance to 
change nad start building resilience in the face of it. 
 
It is time to bounce forward – not back. 

 

 
 

“In the face of constant, 
uncertain, and volatile 
change, organizational 
survival is dependent on 
the resilience of every 
individual within it.” 
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Introduction 
 
In this white paper I explore what would 
happen if we shifted the focus of our 
strategies and decisions from the ledger 
type items such as profit, shareholder 
return and competition to a focus on the 
people aspects of our business. 
 
My premise is that if we do that, the 
other things will take care of 
themselves. 
 
 

Disruption 
Every organization in every sector is 
feeling the disruption of what is being 
termed the fourth industrial revolution. 

This revolution is led by technology, 
digitization and automation, and 
accelerated innovation on a global 
stage. 

This is not the first or last disruption but 
it is distinct due to its velocity, scope, 
breath and depth. 

It is the acceleration of innovation and 
the velocity of disruption that is 
challenging businesses. It brings 
uncertainty, it is hard to comprehend 
and anticipate, and it continues to take 
us by surprise. 

 
 
 
 

Focus 
In an attempt to respond to the 
unknown unknowns and volatile change 
that has no precedent, leaders of 
organizations are focusing on the things 
they have always focused on.  

• Short and long term profit 
• Shareholder return 
• Operational efficiency 
• Competition 
• Metrics 

These were the focus in an industrial 
age model. 

This old lens on business will not enable 
organizations to transform in a way 
they must in order to remain relevant 
and survive. 

Organizations will have to re-examine 
not only how they do business but also 
how they are led and managed. 

The old ways of working will not get you 
to where you want to be. 
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Change 
What if we stopped focusing on these 
things and started to really focus on 
people? 

 

What if we focused on our people and 
realized those ledger items such as 
profit, return, competitive advantage, 
operational efficiency etc. as a result? 

It is my firm belief that in this era of 
disruption, a shift in focus is imperative 
unless organizations want to die a slow 
and painful death. 

What if we focused on the following? 

 

 
 
 
 
 
 
 

Autonomy 

When employees are given autonomy 
and allowed to self-manage, great 
things happen. 

Autonomy is directly linked to 
employee engagement and motivation. 
It increases feelings of ownership and 
loyalty. This means that talent is both 
retained and attracted. Increased 
employee engagement leads to 
increased productivity and profitability. 

In a fast changing environment where 
rapid decision-making is an imperative, 
decision-making has to be placed 
where the decision is best made. This 
doesn’t mean in the boardroom. 

It is often the customer facing staff, the 
sales person, the account 
representative, the marketer, the 
operator, the designer, the technician 
and so on who are best placed to make 
a decision for the good of the 
organization. They know what can be 
done and have the context to make 
informed decisions. 

Autonomy encourages 
experimentation, creativity and 
innovation, which are critical activities 
for organizational survival today. 

 

No one ever did 
anything awesome 
or great just 
because they were 
told to. 
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Motivation 

What if we focused on motivating our 
people? Employee disengagement is at 
an all time low globally. 

Research is also telling us that 
employee turnover is also at an all time 
low. Many would think that is a good 
thing. 

But put the two facts together and you 
have got a disengaged workforce who 
are not going anywhere. 

I call that complacency and it is an 
organizational disaster. Employees are 
turning up to work but they are doing so 
just for the paycheck.  

Motivation is not achieved through a 
performance review. People want 
intrinsic motivation. They want regular 
conversations - not one every 6 
months. They want real-time feedback. 
They want to create their own 
aspirations and expectations. 

They are looking for a sense of purpose. 
They want to feel trusted and 
respected.  

Leaders need to allow employees to 
focus on the outcomes that they want 
to create and be ready to help remove 
obstacles if needed. 

Leaders need to provide a sense of 
shared purpose that aligns with 
organizational direction. When 
everyone understands how what they 
do makes a difference to them and the 
organization, they will give it their best. 

When people are motivated, they will 
do outstanding work and performance 
will rocket. 

 
 
 

Innovation 

If we treat people as robots and expect 
them to only do what they are told to, 
innovation will never happen. 

What if we focused on creating a 
working environment where everyone 
is encouraged to experiment, create 
and innovate? 

This environment celebrates failure as a 
learning experience. There is no-blame 
attached to failure. 

Innovation is the lifeblood of any 
organization. Without innovation, the 
competition will run all over you. 
Without innovation, someone else will 
come up with a better way to do what 
you are doing today. 

Organizations that do not innovate 
could (if not will) lose market share and 
profitability; experience decreased 
productivity and efficiency; suffer 
attrition of key staff; and probably 
cease to exist. 

Leaders need to convey the importance 
of innovation and its benefits to 
employees. They need to make 
employees aware that while innovation 
may appear risky, the fact is that not 
innovating and not trying something 
new is actually the biggest risk. 

Leaders have to lead by example and 
provide employees with the time for 
innovation, creativity, and 
experimentation. They need 
collaboration space and recognition of 
their innovation efforts. There should 
be rewards for innovation even if the 
idea isn’t implemented. 
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Agility 

What if we focused on agility, speed 
and adaptability? What if we created a 
truly agile culture with less of a focus on 
hierarchical control and more of a focus 
on empowering people to make 
decisions? 

If we did this we could respond to 
ambiguity and uncertainty with 
flexibility and speed. 

We could create an enterprise mindset 
that views unanticipated change as an 
opportunity for transformation. 

When we can flex and adapt we can 
respond to rapidly changing markets 
and environments and maintain 
competitive advantage. 

We can increase customer satisfaction 
through increased efficiency, improved 
products and services that deliver the 
value customers want, when they want 
it. 

Let’s focus on enabling people to adopt 
new ways of working and new ways of 
thinking 

Organizational agility and the ability to 
not only survive but also thrive in a 
world of constant and rapid change will 
be dependent on the development of 
people with substantially new mind-
sets and capabilities.  

 
 
 
 
 
 
 
 
 

Resilience 

We have to equip everyone in the 
organization to thrive in the face of 
constant change. This means providing 
resources, tools and techniques that 
can be accessed by anyone, at anytime, 
from anywhere and on any device.  

Resilience is not about bouncing back 
after a setback. Resilience is about 
bouncing forward. 

Experiencing a setback is an 
opportunity for reinvention. 
Reinvention is reflecting on the 
setback; examining what went well and 
what didn’t; learning from it and 
deciding what to do differently in the 
future. 

A setback provides the possibility for 
improvement when seized with a 
growth mindset. 

Resilience has benefits for both the 
individual and the organization.  

Benefits for the individual include 
better physical and mental health; 
improved cognitive functioning; 
reduced fatigue and burnout; life 
perceived as a series of challenges not 
problems; and maintained inner calm in 
stressful situations. 

Benefits for the organization include 
higher productivity; higher profitability; 
lower turnover and absenteeism. 
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Collaboration 

Leaders need to focus on breaking 
down the silos and establishing truly 
collaborative networks across the 
organization. 

Collaboration comes when there are 
shared goals, mutual respect, and a 
good understanding of other’s roles in 
the organization. 

Collaboration will happen when leaders 
provide a shared vision and how team 
contribution fits into the broader 
context. There needs to be empathy so 
that there is an understanding of the 
challenges and constraints experienced 
by other teams. Leaders should 
cultivate a sense of curiosity so that 
people are interested in finding out 
what other people do. 

Create cross-functional teams and 
ensure consistency and clarity of 
communication so that there is 
common understanding. 

Leaders also need to lead by example 
and demonstrate collaboration with 
other leaders in the organization.  

They need to foster a culture based on 
trust and mutual respect, real-time 
feedback and psychological safety. 

Workplace collaboration has many 
benefits including: 

• Increased operational efficiency 
through reduction of duplication 
and better allocation of resources. 
When everyone can see what 
everyone else is doing 
opportunities to remove 
inefficiencies become visible. 

• Competitive advantage through 
faster learning and development. 
People learn from each other when 
they openly share knowledge, skills 
and capabilities.  

• Increased innovation as a diverse 

set of people, with different 
expertise, experience, ideas and 
perspectives, can work on a 
problem or opportunity easier and 
faster. 

• Greater customer satisfaction, as 
people have increased and faster 
access to information from their 
colleagues and can create and 
deliver solutions customers need 
faster. 
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Growth mindset 

Leaders need to cultivate a growth 
mindset not only in them but also in 
everyone around them in the 
workplace. 

People with a growth mindset believe 
abilities - like talent and intelligence - 
can be developed through dedication 
and hard work. They’re more likely to 
enjoy learning, seek out situations to 
experiment, and see failure as an 
opportunity to grow. 

Those with a fixed mindset believe the 
opposite. They feel they “are who they 
are” and were born with a set level of 
talent, intelligence, and even interests.  

People with a growth mindset learn 
from feedback, see hard work as the 
path to mastery, persist despite the 
setbacks and embrace challenges as 
learning opportunities. These are all 
traits organizations need today more 
then ever. 

A growth mindset can be cultivated 
through continual and real-time 
feedback. Leaders must set learning 
goals as opposed to performance goals, 
revisit and reassess the goals on a 
regular basis, communicate the fact 
that the organization values learning 
and perseverance and not just innate 
talent, and be available as a learning 
resource to others. 

An organization that adapts a growth 
mindset positions itself for success 
through strong leadership, continual 
learning and innovation. 

 

Shared purpose 

When an organization is driven by a 
shared purpose and vision it will be 
better able to navigate the era of 
disruption. 

This shared purpose and vision is often 
referred to as the North Star. The North 
Star provides a reference point for 
everyone in the organization. 

Organizations like Amazon, Gore, 
Patagonia, and Virgin put stakeholder 
focus at the heart of their North Star 
and, in turn, at the heart of the way they 
create value. 

Leaders need to bring coherence and 
provide clear, actionable and aligned 
guidance around business priorities and 
outcomes expected. They must ensure 
focus on the delivery of value to the 
customer and all other stakeholders by 
provision of continual real-time 
feedback and coaching that enables 
people to work with autonomy towards 
the North Star. 

An embedded North Star moves the 
organization and everyone in it forward 
in the right direction.  

Jon Gordon has some great leadership 
advice in regards to the North Star. 

“As a positive leader you will want to 
carry a telescope and a microscope 
with you on your journey. The telescope 
helps you and your team keep your 
eyes on your vision, North Star, and big 
picture. The microscope helps you 
zoom-focus on the things you must do 
in the short term to realize the vision in 
your telescope. If you have only a 
telescope, then you’ll be thinking about 
your vision all the time and dreaming 
about the future but not taking the 
necessary steps to realize it. If you have 
only a microscope, then you’ll be 
working hard every day but setbacks 
and challenges will likely frustrate and 
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discourage you because you’ll lose sight 
of the big picture. 

You need to frequently pull out your 
telescope to remind yourself and your 
team where you are going, and you’ll 
need to look through your microscope 
daily in order to focus on what matters 
most and follow through on your 
commitments. Together they will help 
you take your team and organization 
where you want to go.”1 

 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 

                                                             
1 
http://www.jongordon.com/positivetip/
create-and-share-vision.html 

As a positive leader 
you will want to 
carry a telescope 
and a microscope 
with you on your 
journey.   
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Experimentation and risk 

When change is rapid, the best way to 
mitigate risk and find opportunities is to 
experiment. Try out new things and 
deliver the ones that work.  

The organizations that experiment 
most and faster are the ones that will 
succeed. 

When leaders encourage 
experimentation, innovation happens. 

Everyone needs to be given the 
freedom to ‘have a go’. The culture 
needs to be one of fail fast, fail forward. 

Allowing everyone to experiment does 
not mean chaos. Organizations have 
principles or guardrails. The guardrails 
are like the barriers on the side of the 
road that help keep drivers safe and 
keep them on the road. Guardrails keep 
everyone aligned to the organization’s 
goals and objectives. They are the 
parameters within which employees 
can operate without unnecessary 
interference. 

 

Guardrails are the parameters within 
which everyone can experiment and try 
something different. Guardrails keep 
experimentation aligned with 
organizational goals and objectives. 

The key to organizational survival is to 
adapt and embrace experimentation 
and innovation.   

Psychological safety 

Everyone in the organization needs to 
feel safe to come up with new ideas, 
share their thoughts and opinions and 
experiment. 

Psychological safety is an imperative. 
The workplace can feel challenging but 
it must not feel threatening. 

There is no blame. There is curiosity and 
feedback. There is trust and respect. 

According to Harvard Business School 
professor Amy Edmondson, who coined 
the term: 

“Psychological safety is a belief that 
one will not be punished or humiliated 
for speaking up with ideas, questions, 
concerns or mistakes.” 

Leaders need to be transparent, honest 
and ask for feedback. They need to 
action and encourage active listening 
and provide as safe place for people to 
participate and collaborate. They need 
to develop open mindsets, promote 
feedback and encourage everyone to 
see feedback as a way to strengthen 
and build on their ideas as opposed to 
viewing it as criticism. 

When there is psychological safety 
there are high performing teams. 
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Recognition 

A culture of recognition drives success. 
This is not only leader to employee 
recognition but peer-to-peer. 

When people are recognized for a ‘job 
well done’ or a great idea, they are 
motivated, inspired and have an 
increased level of pride and validation. 

Recognition does not have to be formal. 
It can be just saying thank-you and 
giving someone a pat on the back, a 
high-five or a handshake. 

Recognition builds stronger teams, 
enhances confidence and self-esteem 
and increases performance. 

High performing people, teams and 
organizations are a formula for 
success.  

 

 

 

True leaders get out 
of the way and let 
employees get on 
with their jobs. 
 
 
 
 
 
 

Trust 

Trust has already been mentioned a 
number of times in this paper but it also 
warrants a focus of its own. 

If we truly want to be productive, 
profitable and competitive, we need to 
establish a culture of trust. 

Successful organizations are built on 
healthy relationships. At the core of a 
healthy relationship is trust. 

Leaders will reap the benefits when 
they focus on building en environment 
of mutual trust and respect. 

Trust is built by providing employees 
with clarity of desired outcomes and 
guidelines, and then getting out of the 
way and letting them get on with the 
task at hand. 

There is no trust when there is a 
command and control approach to 
leadership. 

Command and control is directive and 
authoritarian. True leaders lead not by 
direction but via orchestration. They 
guide as needed but trust their people 
to get the job done. 

They establish trust by providing 
autonomy and self-management. They 
delegate decision-making. They are 
honest and transparent. They hold 
themselves accountability and own 
their mistakes. 

Trust is emotional glue that brings 
everyone together and creates high 
performing teams. 
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Bottom line 
I am not saying that organizations 
should totally ignore profits, 
competition and shareholders. 

What I am saying is that if we don't give 
equal or more focus on our people, the 
consequences will be dire. 

If we focus on the people, I believe that 
the short and long-term profit; 
shareholder return; operational 
efficiency; competition and metrics will 
take care of themselves. 

There has to be a fundamental mindset 
shift and recognition that it really is all 
about the people. 
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