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#™5 EVIE STAPLES

Evie Staples

Evie Staples is a seasoned change management expert with
over 12 years of experience leading successful organizational
transformations. Known for her strategic vision, exceptional
communication skills, and ability to inspire teams, Evie has a
proven track record of guiding companies through complex
changes while maintaining high employee engagement and
driving sustainable results. She is recognized for her
adaptability, problem-solving skills, and collaborative
leadership style, making her an effective change leader
capable of navigating the most challenging organizational
environments.
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‘ Let’s get Started




PART ONE Start With Why

Why People don't buy WHAT

you do, they buy WHY

Chq nge you do it. And WHAT

you do simply proves
what you believe.

-Simon Sinek
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Let’'s test it out:



9%
60%

75% of people worldwide feel they are experiencing more change than
they can cope with (Edelman Trust Barometer).

60% of employees report feeling overwhelmed by workplace changes,
including new technologies, shifting priorities, and unclear expectations
(Deloitte’s Human Capital Trends)

Around 70% of change initiatives fail to achieve their intended
outcomes due to resistance, lack of leadership, or poor communication
(McKinsey & Company)

#™5 EVIE STAPLES
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Whatis Change?

(v. t)
/tfeind3/

change

To alter; to make different; to cause to pass from one state to another; as, to
change the position, character, or appearance of a thing; to change the coun-
tenance.

What is Change
Management? oo

Change management is the coordinated
approach of applying systematic procedures
to handle the human aspect of organizational
change.

What is Organizational Change?

Organizational change is the transition from your
current state to your desired future state.

To confidently navigate change, you must have a good
understanding of where you are now and where you want to end up.

CURRENT STATE FUTURE STATE
/"_-/h'\\
II:. \ //\‘I
I__ —
>>53»> =@
CHANGE /| \\,/
BRIDGES THE GAP e

Benefits of changing
How things are better
What success looks like

Costs of not changing
Problem to solve
Opportunity to capture

The Art & Science of Change

wendyhirsch.com

o - = |
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‘ Three States of Change

The Passage of Time for Goal Realization

h Rl

current Transition Future
State State State




The States of Change: End-to-End Diagram

Introduction

Individual Change

Organizational
Change

Organizational Roles

Needs of Roles

s EVIE STAPLES

The Current State represents the present lived

Current

experience.

Individuals are most comfortable in the
Current State (even when they dislike the
current state)

For better or worse, organizations, for varying
reasons, are attached to the current state.

Individual Contributors
SME’s
Frontline Associates

Receive:

Clarity of Vision

Grace to Experiment

Training Time

Removal of Penalty in adjustment period

Provide:

Evidence of competency/Proficiency in the
future state

Transition

The Transition state involves detachment from the
current state, and practicing the future state.

The highest threat of reversion is in the Transition
state.

Proper framing of metrics and progress are needed
to address the tension of transition

Organizations cannot endure extended time in
transition. Transition must be purposeful, planned,
with clear expectations; even for the confusion that
may occur on the way to the goal to maintain trust
until the future state is achieved.

People Leaders
Project/Change Managers
VP’s

Receive:

* Bandwidth Control

* Inclusion in the Rollout Plan (before rollout plan
finalization)

* 2 Way Feedback Ecosystem

Provide:

» Support to their teams

+ Communication, Assurance, Relationship Capital,
Advocacy, Coaching

* Feedback on Implementation Concerns

» Resistance Management

©2024 Proprietary and Confidential. All Rights Reserved.

Future

The future state represents the manifestation of the
goals of the current state and a capability to exist
proficiently in this state.

The success of the future state depends on how an
individual navigated the current and transition states.

Organizations that get to the future state, still need to
account for sustainability, monitor for adoption and
proficiency, and follow the reinforcement plan to turn
the future state into the new current state, where the
organization’s successful performance is a common
place.

Founders
Executives, CEO’s
Startups

Receive:

+ Assurance

* A clear path to launch

 Visibility into Risks/Roadblocks and Planned
Solutions

Provide:

+ Safe Ecosystem for the organization to share
feedback

» High Visibility/Accessibility in times of major
change

» Vision clarity and Assurance

* Removal of Roadblocks

10
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‘ What is Resistance?

Maurer 3 Levels of Resistance To Change
e ———————————————— e e 2

/don't understand the purpose
of the change or how to change

Emotional reaction to chage

Lack of trust and confidence

https://whatfix.com/blog/causes-of-resistance-to-change/
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https://whatfix.com/blog/causes-of-resistance-to-change/

“The greatest enemy
of change is the
illusion of control.”

JOHN SCULLEY
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Managing Resistance

Prepare
yourself

il

Find the
Source

e

Repair the
Breech

©2024 Proprietary and Confidential. All Rights Reserved.
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#"3 EVIE STAPLES

RESPOND TO PEOPLE AS THEY ARE

NOT AS YOU
WANT THEM
TO BE . roeericreene

©2024 Proprietary and Confidential. All Rights Reserved.
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Managing Resistance

=

o g B

Prepare
yourself

Don’t take Resistance Personally
Don’t leverage your personality or
lead with your ego

Organizations: don’t leverage
your mission, vision, values
Become as neutral as possible
Slow down your reaction time
Have a mechanism or method of
disengagement in case you need
it.

=

Find
the Source

Discuss the change, not their behavior
Probe using 3" person hypotheticals

Don’t assume the source before you
find it

If there’s rambling, thank them for their
thoughts and gently return to the
guestion at hand.

Listen until you confirm that you’ve
mirrored the source of their resistance
accurately

=

Repair the
Breech

Solve the concern, if you can

Be clear what you can fix and what
you can’t, but will take forward.

Offer the option of checking in with
them about the solution.

Create a time-bound solution to keep,
even if it's following up.

Offer Gratitude for the persons
perspective before disengaging

If you need it, set some recovery time
for yourself.

If an experience becomes uncomfortable for you, its okay to stop the meeting immediately due to a
larger concern that’s just arisen (your discomfort), and leave.

#7% EVIE STAPLES
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The States of Change: End-to-End Diagram

Current

Transition

Future

Individual Contributors
SME'’s
Frontline Associates

Organizational Roles

Receive:
» Clarity of Vision
Grace to Experiment

Needs of Roles

* Training Time
* Removal of Penalty in adjustment period

People Leaders
Project/Change Managers
VP’s

Receive:

+ Bandwidth Control

* Inclusion in the Rollout Plan (before rollout plan
finalization)

* 2 Way Feedback Ecosystem

Founders
Executives, CEO’s
Startups

Receive:

» Assurance
A clear path to launch
Visibility into Risks/Roadblocks and Planned
Solutions

#*% EVIE STAPLES
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PART THREE

Change and

% EVIE STAPLES
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Implementing Al-Driven
Change Management

Percentage of key change management factors addressed

90%
85%

80%
75%

70%

Employee Process Efficiency Organizational Time to
Engagement Aqility Implementation

©2024 Proprietary and Confidential. All Rights Reserved.

Cost Savings
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FOCUS AREAS
LEADERS IN THE Al ER

he leader of the new era must be able to inspire and motivate thei
m, To achieve this goal, it is necessary to focus on three main area

The Future of Change
LeqderShip and Al LEADERSHIP CULTURE STRUCTURE

The future of change leadership and Al is a dynamic and rapidly
evolving landscape. As organizations navigate an increasingly  SEeiSEEGEERE Promote Have a clear
inclusive work collaboration organizational
structure and

complex and technology-driven environment, the role of change Kbt
leaders and the integration of Al-powered solutions dre becoming Ry IR

increasingly critical. Emerging trends suggest a shift towards  LLENCUENEI T LT TEOEL R RS
more agile, data-driven, and personadlized approaches to Z‘;ﬂ:ﬁfﬁ;’;ﬁ Wf;ﬁg%ﬁ;‘;"

leading organizational change, with Al playing a central role in
enhancing decision-making, streamlining processes, and m

empowering employees.

align the goals

#7% EVIE STAPLES
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EVIE STAPLES

‘4" EMPOWER THE FUTURE
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. a‘;nd educing P2P

©2024 Proprietary and Confidential. All Rights Reserved.

21



Key Takeaways

Change Management

v" Know your role and others’ role in change and discern
what state people are in, which tends to reveal next

steps.

v' Establish clear and transparent communication
channels to address stakeholder concerns and build
trust during Al-driven change initiatives.

Upskilling and Training Al

v Invest in comprehensive upskilling and training
programs to equip employees with the necessary
skills and knowledge to adapt to Al-driven
changes.

v Leverage free tools and education to grow.

Collaborative Resistance Management

v Remember to never take resistance personally

v Actively engage with employees to understand their concerns and collaborate with them to address resistance
through co-creation and collective problem-solving.




Survey/Testimonial
Q&A

You Will Receive:

Thank you message
This Presentation
Q&A Recording

Future Event Information

#™5 EVIE STAPLES
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Thank You.

www.evistaples.com

Q&A Starts now.
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#"3 EVIE STAPLES

Evie’s Reading List

STAHT LEADING

HOW GREAT LEADERS INSPIRE

EVERYONE TO TAKE ACTION C H A N G E L AW N)
WIT ’ : HUMAN

SIMON SINEK @uiiil
NATURE

THE

BESTSELLER

JOHN P
KOTTER R

Indicators of Foundations Foundations of
successful of change human
organizations leadership behavior and
(Harvard) how to
anticipate/navi
gate

NEW YORK TIMES BESTSELLER

A real prog: I II 11 can change your life and make your dreams a reaiity.
—0 vmuc elling author lﬂnMom:MmIlloMI

THE

COMPOUND

EFFECTS

YOUR INCOME, YOUR LIFE,
YOUR SUCCESS

DARREN HARDY

Publisher of SUCCESS magazine

Framing and
understanding the
journey of ‘effort to
success’
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CHANGE

MANAGEMENT

JEFFREY M. HIATT
TIMOTHY J. CREASEY

Foundational
tenants of change
from PROSCI
leaders
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Best Practices for Resistance Management

Tools:
* Replyf izational Organization-wide standards and Selecti
TESTING ¢ Hearin| dard methods are broadlly deployed for comr
worksh Greater trust \dards managing and leading change apprc
Tools: o Intervi
o Pilot interventions ® Opinior in leadership

SELLING . simuations o Stakeh

* Step-by-step analys| ltiple Comprehensive approach for Examp

Tools: implementation  ® Intrand e managing change is being applied best pre

. lb_::‘ﬁ:‘s r:’ud with c::::g . ::M jects in multiple projects evid
monit - us ¢
- o Information o Interviews o Interac
centres * Tasting in training

e Exhibiti ¢ es of conszult ’ Ma

o Hotlines Practice * Conzul Some elements of change management | different

irences ® Briefings + Coaching Coment Improved are being applied in isoloated projects

e Training I :',:::2 ety %=|W The basic process
Fostering Engaging Empowering Celebrating Continuous
Transparency Stakeholders Employees Milestones Feedback Loops
Communicate openly Identify key Provide employees with Recognize and Establish channels for
and frequently about stakeholders, the necessary skills,  celebrate small wins ongoing feedback,
the reasons for change,  understand their resources, and and successes dlong listen to employee
the process, and the concerns, and actively autonomy to navigate the way to maintain  concerns, and adapt
expected outcomesto involve them in the the change, momentum, boost  the change strategy as
build trust and reduce  change process to encouraging their morale, and needed to address
uncertainty. address their needs participation and demonstrate the emerging issues.
and garner support. ownership. progress being made.
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The Change Leadership Timeline

® 2020 ® 2022
® 1990s ® 2010s Widespread Leveraging Al-
Emergence of Exploration of Al adoption of remote powered analytics
change and machine work and virtual and predictive
management learning to enhance collaboration tools modeling to
frameworks like change during the COVID-19 anticipate and
Kotter's 8-Step management and pandemic respond to change
Process adaptation
® 2023
® 2000s ® 2015 ¢ 2021 Emergence of Al-
Increasing Increased focus on enabled change
integration of Rise of agile building management
technology and methodologies organizational platforms to
data-driven and iterative resilience and streamline and
decision making in change change-ready optimize change
change initiatives approaches cultures processes
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