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Why Change? 
By definition, demand is a currently existing requirement to produce a future state. Current efforts may 

reach a point where they no longer function adequately for that production. 

The organization decides when and how to change in order to solve the gap between its current efforts 

and the demand that it now needs to meet. For example, the demand may be for a recovery, for growth, 

or for innovation. 

The idea of the solution is based on its understanding of what is required to close the gap.  

Underlying those ideas, there is a consistent configuration of support that builds up an organization’s 

ability to meet demand. In that pattern, the scope of an effort corresponds to the organization’s 

makeup. The effort at scope has an objective, and that objective can serve a greater scope or be served 

by a lesser scope. 

When the support is missing, defective, or in error, the organization’s ability to solve the gap is inhibited 

or even disabled. The converse, of course, is that solving the gap requires change to be enabled for the 

relevant production. 
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Management Logic: Value 
Strategy informs the prioritization and selection of scenarios that should affect and invoke the 
organization’s operations on goals. That is, the scenarios are opportunity types that are strategically 
meaningful as types of value. 
 
A portfolio defines a range of actively monitored scenarios from which investment in operations should 
generate a desirable return. The return is an increase in the ability to produce a required change. 
Change Types are scenarios, and investment in them is to proactively enable competencies for those 
types.  
 
Together those investments create an organization that systemically accommodates continual 
occurrences and variations of those types. That is, it readily converts demand on the organization into 
relevant outcomes. 
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Management Logic: Culture 
Being built for change is an “always on” state, in which there is ability to orchestrate support of 

individuals into organizational dispositions, on demand.  

The way management does that is a powerful characteristic of the culture. 

 

Change always occurs in an environment of multiple stakeholders, in which people decide what they’re 

going to do based on what they believe they know. Management must understand how it influences 

those decisions. 

 

Management Logic: Intent 
At almost any scale of organization, there are three factors potentially strong enough to prevent 

alignment needed for successful change: 

• Insufficient authority to invest 

• Myopia about what is “valuable” 

• Not caring 

All three conditions point at individuals who are responsible parties or affected parties. 

Additionally, each party is involved, voluntarily or not, in a way that provides them a point of view on 

the organization’s intended effort.  

At the beginning of an effort, and all during it, participants are evaluating if and how it is reflecting a 

probability of success as a change. Their evaluation of the “reality” can predetermine if alignment occurs 

or is maintained. 
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Management Logic: Competency 
Operational design assumes that management will guide the way capabilities will be chosen and used to 

address value. Change is an effort to move beyond the current state capability to produce the required 

value. Because it matters only if the outcome is both relevant and adopted, the perspective on a change 

effort is primarily one of production, in which the course from the current state to the required future 

state may be neither linear nor optimized. The emphasis is always on the alignment of the effort to 

value – the importance of the future state. 

 

 

Management Logic: Engagement 
Individuals must find or be given the conditions necessary to keep inhibiting factors from dominating 

their involvement in what should be productive roles. As part of that, campaigns and their 

communications are critical for establishing and sustaining the clarity, credibility and desirability of the 

proposed change. 

 

The nine most typical manageable factors of engagement derive logically from the universally applicable 

dispositions identified above.  

Those factors are individually influential and can be independently decisive. However, their ability to 

affect each other is also profound and their interaction can alter the existing culture.  

The goal of management that guides work on these factors is to create a hospitable ecosystem within 

which the individual finds confidence about the probable desirability and importance of their 

participation. 
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Conclusion 
Under the pressure of increasing volume, variety and unpredictability of change, business continuity is 

actually more about the organization’s adaptability and resilience than it is about efficiency and 

maintenance. 

Value, Culture, Intent, Competency and Engagement together lay out the narrative of who in the 

organization will be the stake-holding agents and brokers that shape and fuel the sustainable response 

to the demand for change. 

The narrative reflects and recommends decisions about how to use influence in alignment with the 

expressed target value of the change. 

 

 

Organizations should expect to go through phases of discovery, decision, design and deployment to 

select and reconfigure cooperation of management practices. 

Assessments will create critical transparency on the current states of management and allow 

constructive responses to be proposed, prioritized and pursued for the purpose of sustainable 

alignments.  

This naturally includes executives, operations managers, subject matter experts, and transactional 

processing staff in the determination of relevant organizational adaptations for enablement.  

 

ChangeBridge solutions are designed to cross the gap between the organization’s current and future 

management state required for oncoming change. To get started, contact us at www.changebridge.co. 


