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3. The Art of Resistance Management
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Let’s get Started
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Our Experience



Why 
Change
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Let’s test it out: 
A-Z



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

60%

70%
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What is Change?
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Three States of Change

Current
State

The Passage of Time for Goal Realization

Transition
State

9

Future
State

Individual ChangeOrganizational ChangeOrganizational Roles



Introduction The Current State represents the present lived 

experience. 

The Transition state involves detachment from the 

current state, and practicing the future state.

The highest threat of reversion is in the Transition 

state.

The future state represents the manifestation of the 

goals of the current state and a capability to exist 

proficiently in this state. 

Individual Change Individuals are most comfortable in the 

Current State (even when they dislike the 

current state)

Proper framing of metrics and progress are needed 

to address the tension of transition

The success of the future state depends on how an 

individual navigated the current and transition states. 

Organizational 

Change

For better or worse, organizations, for varying 

reasons, are attached to the current state. 

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. 

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.

Organizational Roles Individual Contributors

SME’s 

Frontline Associates

People Leaders

Project/Change Managers

VP’s

Founders

Executives, CEO’s

Startups

Needs of Roles Receive: 

• Clarity of Vision

• Grace to Experiment 

• Training Time

• Removal of Penalty in adjustment period

Provide: 

• Evidence of competency/Proficiency in the 

future state

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

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

The States of Change: End-to-End Diagram

Current Transition Future
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The art of Resistance
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What is Resistance?
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https://whatfix.com/blog/causes-of-resistance-to-change/

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


“The greatest enemy 
of change is the 

illusion of control.”
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Managing Resistance

Prepare 
yourself

Find the 
Source
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Repair the
Breech 
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Managing Resistance
Prepare 
yourself

Find 
the Source

Repair the
Breech 

1. Don’t take Resistance Personally

2. Don’t leverage your personality or 

lead with your ego

3. Organizations: don’t leverage 

your mission, vision, values

4. Become as neutral as possible

5. Slow down your reaction time

6. Have a mechanism or method of 

disengagement in case you need 

it.

1. Discuss the change, not their behavior 

2. Probe using 3rd person hypotheticals 

(“if people were to feel hesitant about 

this, what do you think that would be 

rooted in?”)

3. Don’t assume the source before you 

find it

4. If there’s rambling, thank them for their 

thoughts and gently return to the 

question at hand.

5. Listen until you confirm that you’ve 

mirrored the source of their resistance 

accurately

1. Solve the concern, if you can

2. Be clear what you can fix and what 

you can’t, but will take forward. 

3. Offer the option of checking in with 

them about the solution.

4. Create a time-bound solution to keep, 

even if it’s following up.

5. Offer Gratitude for the persons 

perspective before disengaging

6. 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. 
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Change and AI
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Implementing AI-Driven 
Change Management

Employee 
Engagement

75%

Process Efficiency

85%

Organizational 
Agility

80%

Time to 
Implementation

90%

Cost Savings

70%
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The Future of Change 
Leadership and AI
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Key Takeaways

Change Management
✓ Know your role and others’ role in change and discern 

what state people are in, which tends to reveal next 
steps.

✓ Establish clear and transparent communication 
channels to address stakeholder concerns and build 
trust during AI-driven change initiatives.

Upskilling and Training AI
✓ Invest in comprehensive upskilling and training 

programs to equip employees with the necessary 
skills and knowledge to adapt to AI-driven 
changes.

✓ Leverage free tools and education to grow.

Collaborative Resistance Management
✓ Actively engage with employees to understand their concerns and collaborate with them to address resistance 

through co-creation and collective problem-solving.

✓ Remember to never take resistance personally
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Offboarding
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Thank You.
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Q&A Starts now.



Evie’s Reading List
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Indicators of 

successful 

organizations

Foundations 

of change 

leadership 

(Harvard)

Foundations of 

human 

behavior and 

how to 

anticipate/navi

gate

Framing and 

understanding the 

journey of ‘effort to 

success’

Foundational 

tenants of change 

from PROSCI 

leaders



Best Practices for Resistance Management

Fostering 
Transparency

Engaging 
Stakeholders

Empowering 
Employees

Celebrating 
Milestones

Continuous 
Feedback Loops
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The Change Leadership Timeline

1990s
Emergence of 
change 
management 
frameworks like 
Kotter's 8-Step 
Process

2000s

2010s
Exploration of AI 
and machine 
learning to enhance 
change 
management and 
adaptation

2015

2020
Widespread 
adoption of remote 
work and virtual 
collaboration tools 
during the COVID-19 
pandemic

2021

2022

2023
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