
BEING A CHANGE CHAMPION
Supporting and leading teams and individuals through change



Goals & 
Objectives

Understand the Change Champion Framework1

Discuss the Foresight methodology2

Learn what change management is: 
Business/ People side of Change 3

Understand your role in leading and supporting change 
(pre, during and post change)4

Develop your Change Champion Action plan5
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“We cannot become what we want by 
remaining what we are”

- Max De Pree



CHANGE CHAMPION FRAMEWORK
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CHANGE CHAMPION FRAMEWORK

You are all leaders of 
change; you are the 
face of the Change
• You will lead your people 

through this transformation
• You who will get asked the 

questions
• You who will be supporting 

and reinforcing change 
adoption throughout the 
business

Presenter
Presentation Notes
Change AgentsFirst point of contact; supports Medicago employees/peersUnderstands, accepts and supports the changesModel new behavioursProvide feedback on concerns and impacts from peer groupsHelp communicate the visionPlay a vital role in implementing departmental change needs Change LeadersReinforce and sustain the change vision and direction across and within their respective areasOwn or “legitimize the business transformation or changeVisible and active spokespersonsProvide reinforcement and accountability for the changeChange AmbassadorsExecutivesVisible supports of the changeProvide the vision and support the direction and set enterprise-wide prioritiesMotivate and inspire
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EXPECTATIONS?
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Learn

Share

Participate

Actively Participate
• This is your opportunity –

your forum!

• Represent your peers
• Provide your expertise
• Share the business pulse 
• Communicate – give 

feedback, report issues, 
updates

Do the Work
You were chosen for a reason. 
We need you; your team needs 
you!

• Monthly meetings
• Action items and activities
• 2 hr. minimum, 6 hr 

maximum per month
• Be visible and verbal
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INTRODUCTIONS

• Your Name
• Location / Department

• Answer one of these questions:

• What makes a great change leader?
• What challenges you as a change leader for your team? 

Presenter
Presentation Notes
Have participants introduce themselves; include their department/business unit and why they are excited to be a change championAnswer one of the following questions:What makes a great change leader?What challenges you as a change champion for your team?Short Activity  - have participants chart the questions and their answers in the Participant guide in the table in the last page of the Appendix section.Question: Give an example of a great leader, and why you think they are great? 
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CHANGE CHAMPION ROSTER
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Name Department
Marc-Oliver Bédard Analytical Development

Maxime Catellier Analytical Development

Ian Jones Analytical Development

Carolina Alain Biomass Production

Nicole Bechtold Biomass Production

Sebastien Soucy Clinical Studies

Brett Chase Engineering

Hereiti Hunter Facilities

James King Facilities

Eric Roy Facilities

Jeanne Morasse Finance

Nicolas Devault Finance

Manon Paradis Finance

Josée-Pascale Trottier Finance

Mike Wanner Finance

Monica Womble Greenhouse

Ezinne Okpan Greenhouse

Name Department
Vincent Douville Human Resources

Guillaume Dumas Human Resources

Karina Huot Human Resources

Shilpashree Mahalingappa Human Resources

Shannon McGowan Human Resources

Joanne Roberge Human Resources

Audrey St-Laurent Human Resources

Edwige Taulin Human Resources

Joannie Tessier Human Resources

Pam Caplin Human Resources

Lorrie Deyelle Human Resources

Carline Chapados Industrial Process

Marie-Josée Dupras Industrial Process

Carl Dussault Industrial Process

Valerie Hofmann Industrial Process

David Henry Industrial Process

Mario Lefebvre Industrial Process
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CHANGE CHAMPION ROSTER
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Name Department
Christopher Mahan Industrial Process

Daniel Mercier Industrial Process

Melanie Fortier Industrial Process

Jim Zemonek Information Technology

Lionel Moussonne Information Technology

Angela Janney Information Technology

Manon Couture New Process Management

Lucie Poulin New Process Management

Carolyn Finkle Operations Management

Sonia Trépanier Preclinical Studies

Richard Côté Procurement

Serge Perreault Procurement

Kiyomi Carter Project Management

Anne-Marie Deslauriers Project Management

Name Department
Sophie Caron Quality Assurance

Sylvie St-Martin Quality Assurance

Wendy Nero Quality Assurance

Vanessa Girard Quality Control

Sefu Desai Quality Control

Belinda Fread Quality Control

Audrey Morissette Quality Control

Daniel Croteau Regulatory Affairs

Ruban Ojeda Regulatory Affairs

Marc-André D'Aoust Research & Innovation

Lejla Hadzic Research & Innovation

Pooja Saxena Research & Innovation

Valérie Plante Serology
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“The pessimist complains about the wind.

The optimist expects it to change.

The leader adjusts the sails.”
- John Maxwell



CHANGE MANAGEMENT METHODOLOGY
FORESIGHT
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FORESIGHT METHODOLOGY PRINCIPLES
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Success or failure of business change is rarely about the tools, process or software, 
it’s about how people will leverage the tools, processes or technology to drive the benefits and 

value desired by the organization.

Foresight helps align activities towards these goals and set people up for success.

Structured yet 
Scalable

Considers the 
End-to-End 

Requirements

Holistic 
business/people 

Change and
Learning 

methodology

Presenter
Presentation Notes
Foresight is having the knowledge or judgment to predict or action what will happen or what is coming up in the future.The Foresight© methodology was designed to include the principles and foundations of learning and change management best practice as well as 20 years of working with and listening to clients. Foresight provides a holistic approach to handle complex transformation initiatives involving people, process and technology.  It is also scalable, allowing the focus to be placed where the greatest impact is, prescribing rigour but is also flexible and adaptable. Foresight provides the ability to focus on all or any stage of change adoption putting the focus where it is most meaningful.
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FORESIGHT CHANGE MANAGEMENT METHODOLOGY
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Key Principles:

• Change Leadership is key
• Keep it simple – adapt methods 

and tools to the size and 
complexity of the project

• Have deliverables serve the 
team’s goals, not be the goals

Activity Workstreams

Communications

Change Management
(Business/People) 

Stakeholder
Engagement

Training 
& 

Learning

Assess, Guide 
& 

Measure

Change Leadership

Change Management Project Management
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STAGES OF CHANGE ADOPTION
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Change is a multi-staged journey that all individuals impacted by a change go through

1. When you lead change, you 
must consider the activities 
and steps that will help 
impacted people successfully 
navigate the change adoption 
curve. 

Plan the Change Execute & Manage the Change Support & Reinforce the Change

Communications and 
Stakeholder Engagement
activities are ideally part of the 
Planning stage of the change

Training and Support activities 
typically begin mid-way, during the 
Manage the Change stage

Learning & 
Buy-in

Commitment & 
Integration

Ability & 
Acceptance

Informed & 
Understanding

Optimism/ 
Despair

2. Everyone goes through 
change at a different pace 
and should be supported as 
individuals as much as 
possible

3. When you are planning the 
change, start with the end in 
mind – consider the desired 
outcomes and how new 
behaviours are developed 
and reinforced

3 Key things to consider
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INFORMED & UNDERSTANDING

• To successfully accept and adopt a change (any change), we require information but we 
also need to understand that information

• We need to know:
• What is the nature of the change?
• Why is this change happening?
• What is the risk of not changing?
• What is in it for me?

Presenter
Presentation Notes
Communicating or informing does NOT automatically equal understandingunderstanding is a processIts not only HOW a message is sent, but how it is  received and internalized by personMeasure internalization of the message through interactions with the individual and feedbackShort Activity: have participants chart the questions and their answers in the Participant guide in the table in the last page of the Appendix section.Question:For your team/peers, what is their level of understanding of the need to change?
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OPTIMISM or DESPAIR?

• Optimism drives the desire to accept and adopt change
• Despair creates fear and resistance
• You need both personal motivation and organizational drivers

Presenter
Presentation Notes
The actions and words of change leaders have a significant impact on whether a person is optimistic or pessimistic about the change.Remember:Change management is strategic but proactive Creating optimism and desire is more than managing resistance, which is more of a reactive, damage control path.We want to create energy and engage people in the changeProduce momentum and supportFactors influencing/contributing to desire:Nature of the change: what the change is, how it will impact the personOrganization and environmental context: the perception of the organizationIndividual’s personal situationWhat motivates them: financial gain, stability, job satisfaction, etc.Short Activity: have participants chart the questions and their answers in the Participant guide in the table in the last page of the Appendix section.Question:For your team/peers, what is their level of optimism and desire to support and participate in the change?
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LEARNING & BUY-IN

• Effective training and learning significantly increases change adoption
• When a change is introduced, we often require a change in behaviour – we must teach 

people the new behaviour that is required
• We need to set the examples

Presenter
Presentation Notes
Effective training and education programs:Including hands-on activities and demonstrationsRetention is highest when tools are discussed and applied during learning sessionSelf-paced learning that can be revisitedFactors influencing:Current knowledge base of individualCapacity or capability of individual to gain additional knowledgeResources available for education/trainingAccess to, or the existence of, required knowledgeShort Activity: have participants chart the questions and their answers in the Participant guide in the table in the last page of the Appendix section.Question:For your team/peers, what is their level of learning required to support and adopt the change?
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ABILITY & ACCEPTANCE

• We have provided training
• But are people able? 
• Have they been empowered? 
• Have they accepted their part in the change?

Presenter
Presentation Notes
Difference between Learning & Buy-in and Ability & Acceptance:Learning: understanding specific information about the change and how to changeAbility: capability demonstrated to implement the changee.g. knowing how to drive a car and the rules of the road doesn’t make you a licensed driver – need practice and experience, pass the testCan’t assume that acquiring knowledge will automatically lead to an ability to do the job Knowing HOW and being ABLE to do something not necessarily the same thingFactors influencing/barriers to ability:Psychological blocksPhysical abilitiesTime available to develop needed skillsAvailability of resources to support the development of new abilitiesQuestion:For your team/peers, how will you identify ability and acceptance?
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COMMITMENT & INTEGRATION

• Have we reinforced the new behaviours?
• Do people have the mechanisms and skills to keep the change in place?
• Have we celebrated success?

Presenter
Presentation Notes
Want to avoid losing momentum and prevent employees from reverting to the old way of doing their work?Factors contributing:Degree to which reinforcement is meaningful to the person impacted – will they commit?Association of the commitment with actual demonstrated progress or accomplishmentAbsence of negative consequencesShort Activity: have participants chart the questions and their answers in the Participant guide in the table in the last page of the Appendix section.Question:For your team/peers, how will you know to support they are committed and the new behaviours are integrated?
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WITHOUT PROPER CHANGE SUPPORT
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Without 
Understanding and
Optimism & Desire

you will see

• Employees asking the same questions over and over
• Lower productivity & higher turnover
• Hoarding of resources and information
• Delays in implementation 

Without Learning & 
Buy-in and  Ability & 

Acceptance
you will see

• Lower utilization or incorrect use of new system, process or other change
• Employees worrying whether they can be successful in the future state
• Negative impact on customers and partners
• Reduction in productivity

Without Commitment & 
Integration
you will see

• Employees revert back to old ways
• Business benefits are less than anticipated
• The organization creates a history of poorly managed change
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WITH PROPER CHANGE SUPPORT
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When you Create: You Hear:
• Understanding
• Optimism & Desire
• Learning & Buy-in
• Ability & Acceptance
• Commitment & Integration

• I understand why…
• I have decided to…
• I know how to…
• I am able and empowered to…
• I will continue to…



CHANGE MANAGEMENT
THE PEOPLE SIDE OF CHANGE
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IF PEOPLE DON’T CHANGE...

…it doesn’t matter what specific changes are implemented
…or how great the new technology or process is

…or the goals of the business objectives

“The secret of change is to focus all of your energy, not on fighting 
the old, but on building the new.”

- Socrates

Presenter
Presentation Notes
You cannot manage change at an organizational level until you know how to manage change with a single individual.Leading people through Change means setting them up for success. This is a difficult task, because a change leader must have an in-depth understanding of each individual, such as:Understanding their career goalsThe changes that may impact those goalsKnowing what motivates themKnowing what frightens themLeading change means being in touch with people; if you are in touch with people as individuals, you will get the best out of them. Leading Change requires the development and execution of a vision that motivates people to move toward the common goal.
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WHAT IS CHANGE MANAGEMENT and WHY SHOULD WE CARE

Adapted from Foresight Methodology

WHAT

WHY

HOW

Change Management is about supporting the organization and the individuals 
impacted by a change initiative…

…in order to:

• Minimize impacts to the Business while a project or change progresses

• Maximize the benefits by ensuring that the organization is ready to integrate 
the change

• Create business ownership for the change so that it is sustained over time

…by creating optimal Change adoption amongst the impacted people or 
groups
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CHANGE MANAGEMENT DISCIPLINE
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People/ Business
Change Management

Stakeholder Engagement

Training & Learning Metrics & Reporting

The Business/People 
discipline assesses the 
current organizational 
environment, develops 
the change 
management approach, 
and builds the 
infrastructure for 
sustainable change.

The Training & Learning
discipline educates 
people on the new 
processes, technology or 
other changes. It 
develops the knowledge, 
skills, and behaviours to 
enable individuals to 
successfully perform in 
the future state.

The Stakeholder 
Engagement discipline 
coaches leaders and 
other stakeholders to 
actively lead the 
change. It arms those 
leading change with 
resources needed to 
guide them and their 
teams through change.

The Metrics & 
Reporting discipline  
measures and reports 
historical and current 
results so that support 
can be provided to the 
areas where it is most 
needed during the 
change.
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Common Change Myths
1. Change Management = Communications 

• While communications activities are critical to change management efforts, they make up only about 
30-40% of Change Management activities

• Change Management also includes sponsorship, coaching, proactive “resistance” management, 
training and reinforcement

2. Change Management is targeted solely at end-users

• Change Management activities actually target the entire organization from end-users to middle 
management to executives

3. Change Management is just the “soft-side” of the project and is less important

• Research shows that change management directly contributes to projects meeting their 
objectives and achieving the ROI they expect

• Projects with excellent change management are six times more likely to meet objectives than those 
with poor change management

• A perfectly designed solution that no one uses is ultimately of little value to the organization. A 
perfect process that no one follows does not add any value; a perfect technology that no one uses 
adds no value

HOW DO YOU DEFINE CHANGE 
MANAGEMENT?

26

Change management provides a 
structured approach to help 

individuals move from the current 
state and adapt to their future 

states.
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LEADING CHANGE

“You don't manage people; you manage 
things. You lead people.”

-Rear Admiral Grace Murray Hopper



Change Leader Assessment
- Activity-

10 minutes 

Presenter
Presentation Notes
10 minutesIn this activity, each participant will complete the self-assessment from their participant guide – give the participants 10 minutes to complete the assessment.
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ACTIVITY 1: DEBRIEF 

For the Assessment:
• Which section was easier to answer than others?
• Were there any areas where you scored yourself less than 3?
• Which areas did you score yourself higher than 3

For the Improvement Plan:
• What types of actions did you come up with to improve the areas 

where you scored lower than 3?

10 minutes 

Presenter
Presentation Notes
10 minOnce participants have completed the Assessment and personal improvement plan, debrief by having a discussion.Ask participants to provide their results or experience based on the questions in the slide
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WHAT IT TAKES TO SUPPORT and LEAD CHANGE

30

Communicate
Coach

Liaise

Advocate / 
Support

Manage 
Resistance

Presenter
Presentation Notes
As a change champion you have a key role in supporting, managing and leading the people side of change.To successfully lead change you will need to play five key roles:Communicate - recognizing the needs for different understanding styles; listening to understand; answering questions to address concerns; create an open communication environment; Encourage discussion, not just pushing information outLiaise – being the link between your team or peers  and the project or the driver of the changeCoach – listen, assess and guide; Ask questions that help the person going through change come to their own decisions and conclusionsAdvocate/support – making the link to the vision for the person experiencing the change; building the change champion team to help support each other and provided broad reaching support to people; support the removal of obstacles and create short-term wins; anchor the change in the corporate cultureManage Resistance – understanding the anticipated points of resistance; planning for resistors; connecting the benefits to the change; helping people become “unstuck”



© MEDICAGO. ALL RIGHTS RESERVED. 31

COMMUNICATIONS

Communication is a key ingredient to building understanding and 
desire for change. Ensuring clarity of communication is important. 

Unclear communication can lead misunderstanding of 
information, which can create confusion and lead to resistance.

Presenter
Presentation Notes
Being an effective communicator means:Recognizing the needs for different understanding stylesAnswering questions effectively and appropriately to address concernsCreate an open environment with continuous feedback Encouraging discussion, not just pushing information out
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COMMUNICATION DURING CHANGE

Pre-Change During Change Post-Change
• The intention and focus of 

the change: 
• What are we doing
• Why are we doing it
• What’s in it for me
• When will the change 

happen
• What’s in it for the 

organization
• What would happen if we 

do not change

• The intention and focus of 
the change: 

• What are we doing
• Why are we doing it
• What’s in it for me
• When will the change 

happen
• What’s in it for the 

organization
• What would happen if we 

do not change
• Frequently with a variety of 

methods; high-touch, two-
way communications that 
repeats the key messages

• The intention and focus of 
the change: 

• What we did
• Why we did it
• What’s in it for me
• What’s in it for the 

organization
• Key successes and next 

steps
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COMMON REASONS CHANGE IS NOT PROPERLY COMMUNICATED

It’s [insertname/title]  
job to inform their 

employees.

They already know. 
We announced it.

Presenter
Presentation Notes
We do not know the details ourselves, so there is no point in saying anything until everything has been decided.In the meantime, people can get more and more frightened and resentful. Much better to say what you do know, say that you do not know any more, and let them know what kind of schedule exists.They already know. We announced it.OK, you told them, but it did not sink in. Information about change can be threatening.  This kind of  information is absorbed remarkably slowly. Say it again. And find different ways to say it and use different media (large meetings, one-on-ones, memos or a story in the company paper).Accordning to adult learning principles, adults need to hear thing 6-8 times before the remember or commit to it.It’s [insert name of person or leader], it’s their job to inform their employees. It may be right, maybe it is someone elses responsibility – but have they been told? Do they know how or what to communicate? Most likley they too are in transition, and they may not even sufficiently understand the information to convey it accurately. Maybe they are still in denial. Information is poor, so they may not want to share it yet. Do not assume that information trickles down through the organization reliably or in a timely fashion. They do not need to know yet. We will tell them when the time comes. It will just upset them. For every week of upset that you avoid by hiding the truth, you gain a month of bitterness and mistrust. Besides, the grapevine already has the news, so do not imagine that your information is a secret.



Effective Change Communication
- Activity-

20 minutes

Presenter
Presentation Notes
20 minutesEach participant will complete the communication activity (Activity #2) from their participant guide. They can do this in a group or independently.
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ACTIVITY 2: DEBRIEF 

Effective Change Communication:
• Ask for 3 volunteers to share their responses to one of the 

questions

General questions:
• How did you feel at the beginning of the activity? Was it hard to 

draft responses to the questions?
• Why or why not

• For your team or peer group, what would be the most ideal 
delivery method for communication?

10 minutes 

Presenter
Presentation Notes
10 minOnce participants have completed the Communication activity, debrief with them by having 3 volunteer share their responses to one of the questions.Discuss with the broader group the general questions:How did you feel at the beginning of the activity? Was it hard to draft responses to the questions?Why or why notFor your team or peer group, what would be the most ideal delivery method for communication?
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DEMONSTRATING SUPPORT FOR CHANGE

• Research shows employees will look to
• Their direct Manager/Supervisor to help them understand how 

changes will impact them personally
• Their peers to see how they are reacting to the change

• Leading change  by demonstrating support means:
• Being an early adopter of the change 
• Verbally and visually supporting the change with your team
• Support training and learning activities

Presenter
Presentation Notes
You play a critical role.  While there are many reason for change not being adopted, one of the primary reason is that impacted users do not see their leadership and management and peers embracing, accepting, and modeling positive change behaviour.“If my manager does not support of adopt the change, why should I?”“My team mate thinks its dumb, so why should I care?”Employees want to hear the personal awareness of the need for change from the person they report to and work withThe desire to change directly influences an employee's desire to support the changeWith on-the-job support and coaching, change champions help build knowledge and ability By demonstrating your own support and commitment to the long-term adoption of a change, you  provide the reinforcement to keep a change in place
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BEING A LIAISON 

As a change champion, you are the liaison between your 
team or peer group and the driving force behind the change. 

You are the link between people or groups, supporting 
communication in multiple directions 

Presenter
Presentation Notes
Being a liaison can be challenging. You are essentially the communication and coordination link between the change or the drivers of the change (e.g. the project team)Short Activity (have participants chart the questions and their answers in the Participant guide in the table in the last page of the Appendix section).Question/Discussion:What challenges, if any, do you foresee as a liaison for you team or peers?
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COACHING THROUGH CHANGE

Sometimes we need support that helps keep our heads in 
the day-to-day while simultaneously being aware of the 

bigger picture - a change champion provides that 
support, being a coach for your team members.

Presenter
Presentation Notes
This is the time to LISTEN, assess, and guide.  Through coaching you can push people to their potential and keep them on track.A key component to coaching is listening, but also asking the right questions. Help the person who is struggling answer their own doubts by asking them questions about what it is they fear or hope.Short Activity (have participants chart the questions and their answers in the Participant guide in the table in the last page of the Appendix section).Question/Discussion:What are some questions one can ask to coach someone through change?
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ADVOCATING AND SUPPORTING CHANGE
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People going through a change need to see that  their 
leaders and peers are not only going through the 

same experience but support and openly advocate 
for the change.  

Presenter
Presentation Notes
Supporting change through advocacy involves many components.Ensure there is a vision for change – this should come from the executive leadership, and should be communicated and understood by the change champions.Form a guiding coalition – or a change champion networkCommunicateRemove obstacles and create short-term winsAnchor the changes in the corporate cultureShort Activity (have participants chart the questions and their answers in the Participant guide in the table in the last page of the Appendix section).Question/Discussion:What is the vision driving the change you are supporting?
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MANAGING RESISTANCE
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Resistance to change is the top obstacle to achieving 
sustainable change adoption…

and it can be planned for and managed by 
understanding the cause.

Presenter
Presentation Notes
Resistance can be planned for and managed by understanding what is contributing to resistance. Is it lack of awareness or desire? Is it not understanding the “what’s in it for me”? Or is it not understanding the future state or end goal?Often Resistance is more about being stuck than not wanting to change – find out what is keeping a person stuck and help them through it.Short Activity (have participants chart the questions and their answers in the Participant guide in the table in the last page of the Appendix section).Question/Discussion:Who do you think is the most resistant group?Who do you think is the most resistant person in your team?Instructor:Facilitate a discussion – help the participants think about who might be likely to become stuck or even resistant and how these people / person can be supported to become unstuck or less resistant



Developing a Change Champion Action Plan
- Activity-

15 minutes 

Presenter
Presentation Notes
Each participant will complete the Change Champion Action Plan activity from their participant guide. They can do this in a group or independently.
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ACTIVITY 3: DEBRIEF 

Change Champion Action Plan:
• Ask for 3 volunteers to share one of the action items they 

developed

General questions:
• Do you feel using the Stages of Change Adoption framework will 

help you identify when and where people need support through 
change
• Why or why not

10 minutes 

Presenter
Presentation Notes
10 minOnce participants have completed the Communication activity, debrief with them by having 3 volunteer share one of their action items.Discuss with the broader group the general questions:Do you feel using the Stages of Change Adoption framework will help you identify when and where people need support through changeWhy or why not
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WRAP-UP

• You are all leaders of change; you are the face of the Change
• You will lead your teams or peers through this transformation

• You will get asked the questions
• You will be supporting and reinforcing change adoption throughout the business

• Be an active participant in the change
• Represent your team and peers
• Proved your expertise
• Share the business pulse
• Be effective and active communicators

• Leverage the Change Champion Network
• Proactively meet with and talk to your change champion counterparts

• Be a team and support each other
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NEXT STEPS

• Establish VLC on SharePoint 
• Monthly Check-ins will be established

• First monthly check-in one is currently planned for the end of July
• Be the first to take or attend ERP training

• Details of how and when will be shared by the end of July



QUESTIONS?



APPENDIX
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FORESIGHT METHODOLGY WORKSTREAMS

• To effectively drive change in an organization, it is important that leaders be aligned and 
equipped to support the change

• The level of alignment, commitment and capability at each level of leadership needs to be 
assessed 

• The tools and support are then implemented to assure leaders know how to be and remain 
engaged

Foresight Methodology

Change 
Leadership Change Leadership is the driving force behind change. 
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FORESIGHT METHODOLGY WORKSTREAMS

• Managing change requires the engagement of many levers
• Foresight provides the approach and tools needed to achieve and sustain the desired 

outcomes that the change is intended to accomplish

Foresight Methodology

The Change Management workstream supports and oversees the whole 
change end-to-end while providing tactical support in the way of assessment, 
analysis and planning

Change 
Management

(People/Business)
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FORESIGHT METHODOLGY WORKSTREAMS

• Engaging stakeholders is a key factor to effective change adoption
• But more important is knowing when and how to engage the right  stakeholders at the 

right time
• Foresight will help define the correct stakeholders 
• Provides structured yet scalable tools and learning approaches to develop 

stakeholders into change champions, so that the organization will be enabled to move 
through the change with support and confidence

Foresight Methodology

Stakeholders need to be engaged often and at the right time. Stakeholder 
Engagement
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FORESIGHT METHODOLGY WORKSTREAMS

• Whether the learning requirement is for a new process, a technology implementation, or 
complex business transformation, Foresight looks at the changes holistically to develop the 
best possible training program and support plan for ongoing learning and adoption

Foresight Methodology

New behaviours are integral to adopting change, and learning is the key to 
developing new behaviours.

Training & 
Learning
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FORESIGHT METHODOLGY WORKSTREAMS

• People go through and adopt change at different speeds. Some are early adaptors and 
some need to understand the big picture – the “What’s in it for ME?”.  

• Using the results from a baseline readiness assessment as the benchmark then continually 
measuring, collecting feedback and assessing people readiness, commitment and 
integration can be monitored and supported.

• What gets measured, gets done, or in the case of change, what is measured is changed

Foresight Methodology

“What gets measured, gets managed. To Measure is to know.” 
- Lord Kelvin 

Assess, Guide & 
Measure
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FORESIGHT METHODOLGY WORKSTREAMS

• Awareness and understanding are important to gain acceptance and adoption—in the 
context of what change is coming, along with the reasons for the change 

• This campaign is driven by a strategic and tactical approach to communications
• Foresight will prescribe a planned execution of the right messaging to the right people at

the right time

Foresight Methodology

Communications are a key factor in taking users through the change journey 
and need to start as soon as possible.

Communications
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FORESIGHT METHODOLGY WORKSTREAMS

• Change Management project management provides overall oversight and management for 
the change program

• We can provide the right amount of oversight that is required to assure the right people-
change deliverables are in place and being executed 

Foresight Methodology

The change management project management workstream endeavours to align 
with the overall project plan (if one exists for larger projects) and see that 
deliverables serve the team’s goals, not be the goals.

Change 
Management Project 

Management 
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SOME INSPIRATION FOR CHANGE…
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https://www.youtube.com/watch?v=PQ0doKf
hecQ

https://www.youtube.com/watch?v=dhkLMKx
ncc8

https://www.youtube.com/watch?v=o9ulQvQ
dBQY

https://www.youtube.com/watch?v=PQ0doKfhecQ
https://www.youtube.com/watch?v=dhkLMKxncc8
https://www.youtube.com/watch?v=o9ulQvQdBQY
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