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Welcome

Opening Prayer

We gratefully acknowledge the opportunity to live, work 
and play on the unceded territories of the Coast Salish 
peoples, including the xʷməθkʷəy̓əm (musqueam), 
sḵwxw̱ú7mesh (squamish), səl Iilw̓ətaʔɬ (tsleil-waututh) 
NaNons.

Welcome – Laara Yaghujaanas, M.A., & Mark F. Salter 
Carden ConsulNng

laara@cardenconsulNng.com
mark@cardenconsulNng.com

Ph: (604) 988-9500



Organiza(onal Transforma(on
Agenda Items

1. Opening Prayer, Territorial Acknowledgement & Welcome

2. What is OrganizaNonal TransformaNon?

3. OrganizaNonal TransformaNon Planning

4. OrganizaNonal Development supporNng OrganizaNonal TransformaNon

5. ImplemenNng OrganizaNonal TransformaNon

6. Closing (QuesNons & Answers, Round Circle Closing Comments), Closing Prayer.



What is Organizational Transformation?

§ OrganizaNonal transformaNon is a strategy to move an organizaNon from its 
current state to a desired future state. 

§ Organiza(onal development is, like change management, a business 
discipline devoted to strategic organiza(onal change.

§ Organiza(onal transforma(on is a set of organiza(onal changes designed 
to transform the nature of an organiza(on e.g., from administering ISC 
programs to NaNon Rebuilding. 



Organizational Transformation

When the nature of an organizaNon is changed it must start with progressive and strategic minded 
leaders re-establishing the strategic direcNon of the organizaNon starNng with:

1. ID shared values
2. Develop a shared vision, considering:

§ What is the purpose of the organizaNon? For who? 
§ What must be retained, what must be let go of?
§ What is the desired future state? 

3. Develop a mission statement (how you get there). 
4. Review and update the organizaNons structure to align with the new vision. 



Organiza8onal Transforma8on Planning

The Transforma,on Plan should be vision centered and also: 
1. Iden%fy who the leaders are responsible to lead this transforma%on? and what should their responsibili%es be? (common 

tools can include: Board matrices, Custom Elec%on Code updates)
a. How do these leaders fit within the structure, and how does the structure / system ensure accountability (repor%ng 

and feedback from members)?  What rules / policies should be established to support this?
2. Research and develop high level strategic goals and objec%ves that can support the realiza%on of the vision, based upon

member input, internal and external condi%ons (based upon research and analysis), 
a. What policies and planning/research should be established to support the organiza%onal transforma%on and long-

term organiza%on development.
3. Undertake planning with managers and staff to iden%fy ac%vi%es and tac%cs that are realis%c and achievable to realize 

agreed upon goals and objec%ves, including responsibility centres, deadline dates, and resourcing needs.
4. Review the system of accountability of the organiza%on (as outlined above this should include repor%ng and feedback 

from members). 

Vision

Leaders

Organizational 
Needs

Goals, Objec0ves Tactics/Activities

Outcomes 
(monitoring/coaching, 

and repor0ng on 
progress)



Org. Development suppor8ng 
Org. Transforma8on

§ OrganizaNonal development, developed by Kurt Lewin, develops 
organizaNon capability through alignment of strategy, structure, 
management processes, people, and rewards and metrics.  Kurt 
Lewin (1890-1947) is regarded as the father of social psychology, a 
famous psychologist, humanist, applied researcher and pracNcal 
theorist, and founded organizaNonal change, acNon research, group 
dynamics and influenced leadership research.



Org. Development suppor8ng 
Org. Transforma8on

§ OrganizaNonal development is an interdisciplinary study* and 
pracNce that includes: 
§ Cri.cal reflec.on of the organiza.on, ancestral / tradi.onal knowledge, 

current organiza.onal systems, and the environment (internal and 
external)

§ Understanding organiza.onal personality (aHtudes and beliefs) that 
influence behaviours, 

§ Organiza.onal learning and the itera.ve design of effec.ve 
management systems, and

§ Transforma.ve values-based organiza.onal development strategies. 

§ OrganizaNonal development deals with a total system, the people 
who consNtute and have constructed the organizaNon, and the 
respects this interdependency. 



Org. Development supporting 
Org. Transformation

§ OrganizaNonal development is built upon: 

§ Providing opportuniNes for people to funcNon as human beings 
rather than producNon resources; 

§ Providing members and the organizaNons opportuniNes to fulfill 
their potenNal; 

§ Increase the effecNveness of the organizaNon to realize its goals; 

§ CreaNng exciNng and challenging work; 

§ PosiNvely influence work of members and the organizaNon and 
environment; and 

§ TreaNng each member as a person with  a complex set of needs 
that are important to their work and lives*. 



Org. Development supporting 
Org. Transformation

§ Organiza(onal development strives to: 

§ Encourage every individual to par(cipate in the process of planning, 
thus making them feel responsible for the implementa(on of the plan

§ Engage employees to par(cipate in development and realiza(on of the 
vision of the organiza(on

§ Encourage employees to become problem solvers

§ Strengthen inter-personal trust, coopera(on, and communica(on for the 
successful achievement of organiza(onal goals

§ Create a work atmosphere in which employees are encouraged to work 
and par(cipate enthusias(cally

§ Replace formal lines of authority with personal knowledge and skill

§ Prepare members to align with changes and to break stereotypes

§ Create an environment of trust so that employees become change 
agents



Implemen8ng Organiza8onal Transforma8on

§ In addi,on to the research a key group of leaders and 
managers are responsible to implement the 
Organiza,onal Transforma,on which should include:
§ Crea%ng a sense of urgency;
§ Forming a commiPee to lead change; 
§ Develop and share the vision regularly to inspire 

change;
§ Empower employees to implement the plan to realize 

the vision;
§ Plan for and create quick wins to mo%vate the team, 

and celebrate success (progress on the plan) regularly; 
§ Keep the dream alive (con%nuous improvement in 

strengthen systems, structures, laws, policies, HR/PD, 
and change agents that can support realizing the 
vision);  

§ Ins%tu%onalizing the change (linking change efforts to 
posi%ve results); and

§ Ongoing leadership development.



Stages of Organiza8onal Change & Transforma8on
Phase 1: Denial

§ In this stage individuals go through withdrawal and focus on the past. There is acAvity but not much work gets done. Address this stage with 
informaAon. Let staff know change will happen and why the change is need.

Phase 2: Resistance

§ In this stage be prepared, because you will see anger, blame, anxiety and depression. This will be the most difficult stage for you as a leaders / 
manager. Develop in advance issue resoluAon policies, procedures and familiarize everyone with the policy, their rights and responsibiliAes and 
encourage staff to talk about what is going on for them, listen and take these issues into account into the change / transformaAon plan. If you do 
not encourage staff to express their feelings, this stage will only last longer and can become embedded dysfuncAon. 

Phase 3: Explora7on

§ In this stage there will be confusion, over-preparaAon, chaos and energy but you will likely noAce a lack of focus. To deal with exploraAon you must 
set short term goals to channel energy and get the staff focused.

Phase 4: Commitment

§ In this final phase of change the staff will start working together. You will see bePer cooperaAon from the staff and improved focus. When you feel 
the staff have reached the commitment stage you can then start seRng long term goals and looking ahead to the benefits that will occur as a result 
of the changes.



Continuous Improvement

§ Once an organizaNonal transformaNon or change effort / project has been implemented, opportuniNes 
for addiNonal improvement start to show that requires leaders / managers to expect and support on-
going individual and organizaNonal learning, coaching, development, and conNnuous improvement.

§ Finally, as discussed throughout effecNve organizaNonal development and transformaNon means 
regularly measuring the NaNons successes through pre-determined reporNng requirements based 
upon key performance measures and aligned governance and operaNng policies that enable leaders to 
review/analyze progress to realizing agreed upon goals that realize the vision, and regularly share this 
reporNng and success.  



Closing

§ Q & A

§ Round Circle Closing Comments

§ Closing Prayer

Laara Yaghujaanas, M.A., Carden Consulting

laara@cardenconsulting.com

www.cardenconsulting.com

Ph: (604) 988-9500


