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Transformative leaders question the status quo. They do not lament change. They strive to 
push past limits and get us to willingly, enthusiastically, and repeatedly say, ‘Yes!,’ and 
engage and contribute to purposeful change. They have a drive to shake things up and an 
ability to feel fully, think carefully and communicate effectively in order to cause positive 
disruption. All good leadership is transformative, enabling positive disruption for markets, 
organizations, teams, and individuals. 

Leading an organization through change is like a challenging sea voyage. To be competitive we 
have to go to the edge, push farther, and adjust—over and over again. This reality is 
especially true in times of organizational change. Many factors contribute to successful 
organizational change. How we lead and implement change affects how people will engage and 
contribute. 

Some boats and ships are more sea-worthy than others. In an environment of continuous change 
we can make our organizations more “change-worthy” by ensuring that we are prepared to lead 
successful organizational change. The Change Leader’s Checklist can help you gain a clearer 
understanding of your readiness to lead change successfully by laying out the many factors 
and variables that deserve your consideration and attention.  

The Change Leader’s Checklist is organized into three categories that illustrate the ABCs 
of Change Leadership. 

A is for Alignment — Create, with leaders, a clear direction (vision, mission, strategy) and 
a plan (structure, roles & responsibilities, systems, processes) to achieve it.  

B is  for Bench Strength — Build leadership and organizational capacity and culture to a 
state of “change-worthiness.” 

C is for Coordinated Action — Ensure ongoing follow up and follow through with tracking 
and adjustment mechanisms to lead and manage through the change.  

Read each statement in the checklist carefully. Is this something that you will require for your 
change initiative to succeed? If so, is it completed, in progress, or missing? The Checklist uses 
the pronoun, “We.” Take this to mean the leaders responsible for the change initiative as well as 
key stakeholders. 

Look at the items that you determine are needed for your change initiative to succeed. If by your 
estimation more than 1/3 of the items are still in progress or missing, your organization may not 
be “change-worthy” yet. There is still work to do. 

If you’d like to talk to one of our team members about helping you with your change initiative, call 
us at +1-949-233-0588 or email us at Info@UltraLeadership.com.
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Alignment (Create Shared Clarity) 
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We have an Executive Sponsor willing and able to build a leadership 
coalition for change. 

We know and understand how the senior leadership team will work to 
lead the entire effort.  

We know and understand the Organizational Vision (2-3 years out). 

We know and understand the Purpose for this Change Initiative. 

We know and understand what the impact will be if this change is not 
successful. 

We know and understand how the project management of the change 
will be conducted and by whom. 

We know and understand the Key Milestones and timelines for this 
Change Initiative. 

We know and understand the Success Measures for the Change 
Initiative. 

We know and understand what every employee and leader can do to 
help this succeed. 

We know and understand who will provide leadership for various 
elements of the change including who makes what decisions. 

We know and understand how this change will impact the whole value 
chain (activities performed to bring our product/service to market). 

We know and understand how this change will impact other key 
partners inside of the organization. 

We have allocated adequate resources (e.g., people, time, money, 
consulting) to support the Change Initiative. 
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Bench Strength (Build Capacity) 

We understand and accept that change is normal and ongoing. 

We have a plan for engaging employees throughout the change 
process so that they continue to learn and grow as they take part 
in making the change work.  

We are willing and able to adjust plans and approaches to 
implementing the change as conditions require.  

We have the talent (people, skills, and practices) at all levels that 
are key to leading the change initiative.  

There is a shared commitment to continuous learning among 
those responsible for leading and managing the change.  

We have the strong and demonstrated engagement of middle 
managers who are committed to making this change happen. 

We have a clear picture of the leadership mindset and skills we 
will need to lead change and transition successfully.  

We have the capacity to assess and develop the leadership 
mindset and skills we will need to lead change successfully. 

We have an outplacement plan, if necessary. 

We have retention plans for keeping the people and skills we do 
not want to lose.  

We have a Talent Management / Workforce Development Strategy 
and plan that assures the timely development of mission-critical 
people and skills.  
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Bench Strength (Build Capacity) 
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We have appropriate engagement of external Vendors and 
Suppliers in the Value Chain and their commitment to making this 
change happen. 
We have appropriate engagement of internal Key Partners and 
Stakeholders and their commitment to making this change 
happen. 

We have a commitment to institutionalizing change so there is no 
turning back. 

We have the skills to create the policies and procedures that 
ensure we will institutionalize the change. 

We have a culture that will encourage experimentation and 
learning throughout the change initiative. 

We have a culture of mutual trust and cooperation that will enable 
us to leverage differences to produce best thinking. 



C H A N G E  L E A D E R ’ S  C H E C K L I S T

© 2019 GIULIANO ASSOCIATES AND PAT NEWMANN. ALL RIGHTS RESERVED. 5 

Coordinated Action (Get it Done) 
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We have a strong Change Leadership Team that oversees the effort 
and stays engaged. 

Regular meetings are scheduled for the Change Leadership Team to 
track progress and resolve issues. 

We have an agreed decision-making model that enables the Change 
Leadership Team to resolve issues. 

We have a Communications Plan that is being followed and features 
success stories. 

We have a mechanism in place for providing regular & on-going 
feedback about how the change is progressing. 

We have a Change Roadmap to provide ongoing visibility into Key 
Success Indicators (KSI’s). 

We have a clearly defined and track-able work breakdown structure. 

We design and implement Policies and Guidelines that support the 
changes to be made.  

We have an identified project management team guiding the workflow 
and ensuring progress according to timeline and budget. 

We have planned and scheduled activities designed to honor the past 
and enable employees to engage with change and let go of how it 
used to be. 

We track and address perceived loss and individual and organization 
unit level resistance to change. 

We have built in celebrations that will acknowledge achievements of 
key milestones. 

We have a plan for rewarding follow up and follow through. 
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Making Your Organization Change-worthy

Using the Change Leader's Checklist to take aim at your current reality is only a first step to 
making your organization more change-worthy. Looking at the items that you identified as needed 
for your change initiative to succeed, which ones are most critical to your success? Write them 
down here. 

For each item you've identified, consider the following questions:

What is the best possible outcome for each situation?

What is in your way?

What absolutely must happen?

For each situation, consider at least three options that might resolve the situation and more your 
change forward in a positive way.

How does each option get you closer to your best possible outcome?

What are the implications or potential unintended consequences of each option?

What might youhave to let go of or learn in order to achieve your best possible outcome?

Choose the option that gets you closest to your best possible outcome with the fewest chances of 
unintended negative consequences.

What will you do and by when will you do it?

What is the simplest, best next step?

Whom do you need to engage for support?
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About Giul iano Associates (ultraleadership .com) 
Organizations partner with Giuliano Associates to go beyond usual and ordinary to lead to an 
increase in engagement, an increase in performance; and drive positive results to all aspects of a 
business. Giuliano Associates utilize their expertise and experiences across an array of 
industries. 

No matter the industry or field you work in, Giuliano Associates can help you build effective 
leadership that will drive desired results by utilizing our expertise in Executive Coaching, 
Leadership Development, Team & Organization Development, and Change. 

About Greg Giul iano (greg@ultraladership .com) 
Greg advises and coaches senior executives and leadership teams all over the world. He is 
the author of the bestselling book, Ultra Leadership: Go Beyond Usual and Ordinary to Engage 
Others and Lead Real Change  . Greg heads up Giuliano Associates, a consulting firm 
specializing in leadership advisory services, executive coaching, team development, and 
change. 

Greg’s personal motto, “Go to the edge. Push farther. Repeat  . ” provides the foundation for 
the work of Giuliano Associates—Grow "Ultra Leadership:" the will to push the limits combined 
with the skill to get people to willingly, enthusiastically, and repeatedly engage and contribute. 

Greg has coached senior executives and Leadership teams all over the world to accelerate their 
development and grow their capacity to engage others and lead. 

About Pat Newmann (pat@partnerinchange.com) 
Pat Newmann has over 25 years of highly successful experience helping leaders, teams, and 
organizations achieve maximum effectiveness. Her work has taken her throughout the world to 
assist organizations in becoming places where employees learn, grow and enjoy themselves as 
they perform—in an inspired way—in support of visions, goals and daily practices they have had 
a hand in shaping. 

Pat assists organizations, leaders, and teams to design and implement change, including 
clarifying direction and values, shaping leadership practices, and developing strategies and 
processes for implementing the desired changes. 

Prior to working as a consultant, Pat held senior management level positions in several major 
organizations, where her work involved managing and leading departments responsible for 
equipping employees and teams with skills required to succeed in changing times. She has a 
Masters Degree in Behavioral Sciences from the University of Minnesota and completed 
doctoral coursework in Business/Organizational Behavior and Education at the University of 
California at Berkeley. 
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