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HERE ARE THE TOP 10 REASONS ORGANIZATIONAL TRANSFORMATIONS FAIL:

WHEN CHANGE IS THE ONLY CONSTANT, 

IT’S TIME TO   
 CHANGE 
  CHANGE! 

Statistics continue to show that 70% of change initiatives fail, even though there is a heightened level of attention on “Change Management.” 
Let’s all agree, to be successful in today’s ever-evolving business climate, organizations must be ready and prepared to change quickly and 
be ready to pivot on a dime. What hasn’t changed is HOW companies think about and execute change. However, the execution of change has 
not evolved with the times and how companies approach change is overdue for a major overhaul. Transformations, large and small, are still 
approached as individual activities that often compete for the same resources. In addition to the strain this causes on those resources, most 
transformations typically fail because they are disconnected, are not aligned to one another, and require significant effort to execute. It’s time 
to change how change is executed. 

1  CHANGE IS UNDERESTIMATED: 
Years ago, the concept of “Change Management” was a mystery and often misunderstood. Today, leaders are beginning to have a general 
understanding of change management, but this is often only at the surface level. Change is often perceived as the end result deliverables 
such as communications, road shows or other engagement activities. But the effort that occurs behind the scenes to identify impacted 
audiences, fully map out change impacts and their implications, as well as plan and execute the final change activity, are often overlooked. 
Change Capability aligns the organization around a common change process that defines how change is executed, and the effort necessary 
to implement. 

2  ORGANIZATIONS LACK THE STRATEGY 
 AND EXPERIENCE TO EXECUTE CHANGE: 
When change becomes a focal point in an organization, time, effort and resources are devoted to creating a consistent roadmap for 
transformation that is easily repeated. Resources devoted to change are in place and are ready to take on each transformation as they 
arise, and the intersections of efforts are clearly mapped. 

3  LEADERS ARE NOT ENGAGED: 

When change is the common language in the organization, engagement is not an option. The transformation office would provide standard 
dashboard reports of all efforts across the organization that would be reviewed with the same scrutiny as sales, expenses and other KPIs.

 4  EMPLOYEES ARE RESISTANT TO CHANGE: 
Resistance comes from a lack of clarity, vision and understanding how change directly impacts an individual. When the organization treats all 
change consistently and leaders are aligned and engaged, their teams are knowledgeable, aware and more willing to accept what is coming.  
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5  INADEQUATE BUDGET AND RESOURCES  
 DEDICATED TO CHANGE:
Often the budgeting and planning of change support is an afterthought for most projects. When the organization treats transformation as a 
critical business function, it is not something that is reinvented each time and funded in pockets. The transformation team exists and often 
partners with a trusted external partner to support large initiatives.

6  UNREALISTIC EXPECTATIONS ARE SET:
Transformations often come with grand promises of ROI, especially when a technology provider is selling their newest solution. What is 
rarely discussed is the time to achieve that ROI and the effort it will take to get there. Being Change Capable shortens time to competency 
and ensures that the path to optimization is as smooth as possible.

7  UNCOOPERATIVE PARTNERS IMPEDE PROGRESS:
Change Capability and making transformation a priority brings focus and attention to partnership and alignment across the organization. 
Leaders cannot appear to be aligned in general meetings but secretly be misaligned behind closed doors. The “elephant in the room” situations 
go away, and people speak honestly. Conversely, the atmosphere allows leaders to openly discuss their concerns without fear of retribution.

8
 CHANGE FATIGUE AND SATURATION 

 OVERWHELMS EMPLOYEES:
Disconnected transformation efforts often impact the same audiences at the same time. Broad enterprise efforts are layered on top of 
multiple small efforts. 

9  LACKING CLARITY FOR VISION AND CASE FOR CHANGE:
Do employees really understand why changes are happening in the first place? Many times, the leaders and sponsors have adequate time 
to evaluate the need for change and the opportunity and desired end-result it will drive; they see the future vision and want to get there 
quickly. Those on the receiving end need the time to understand the change, what it means to them, and what is expected of them to get 
there. Change Capability creates the common platform by which the short- and long-range goals of the organization are clearly articulated 
and understood by all levels.

10  NO OWNERSHIP AND ACCOUNTABILITY 
 FOR CHANGE SUCCESS:
Change Capability means putting the accountability and ownership on every employee in the organization. Leaders that are not walking the 
walk and meeting expectations are held accountable. Change Capability is a competency that is considered in the hiring process, evaluated as 
part of performance management, and is rewarded and recognized much like other business performance is identified. Change is not easy. 
Failure is an option. Elevating change so it receives the attention it needs and deserves is the only way you can ensure change will continue 
to be successful. Ensure that you can constantly change by being Change Capable!
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