3 (Relatively) Easy-to-Implement Ideas that
Have a Disproportionate,
Positive Effect on Your Success
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and how it is uniquely different.
, this is captured in one or two

sentences. § T & "Learn to let your change efforts go for
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Change in the Internal
Echo Chamber

2. When storytelling Consider:

massacres the strategy message

Want the instructions:

Change that fails to address art@artpetty.com

"hearts and minds"

What you strive for
when bringing strategy

A lot of work by a lot of people to life:
invested in the strategy work...
It was sound, market-driven, with Change as a project versus a
an element of visionary technology and business model leadershipy continuous evolution

We need to find ways to make change a part of the normal flow of our (professional lives) and not such a struggle.

Board backed with unanimous support for the
investment and related moves

. . Over-reliance on
CEO yvapted to roll it out to the entire S
organization at a company town hall...

Change leaders who fail to address the
stakeholders who can say "no" (actively or passively)

Failure to coach teams for
success with change

Too many change initiatives
chasing too few resources
(under-funding/under-focusing)

"Our strategy is like a
cheeseburger..."

Ineffective or no
sponsorship

Lack of flexibility/adaptability
(organization/team)

My reaction:
Communication failures

A failure to
sustain the
energy

A failure to manage the energy of
the team/stakeholders

Yikes! What are some steps we can
take to minimize or mitigate those
common mistakes?



