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DOUBLE CHECK THAT FRAMES IN MENU HEADER ARE OK ON ALL DAY 1 
SLIDES

DOUBLE CHECK THAT ALL PINBOARD + TOOLBOX ICONS ARE OK ON SLIDES 
+ IN PINBOARD / SBCM.DK

MODULE 2 I INTRO

CORPORATE
ENGAGEMENT
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T H E  S B C M  
P R O G R A M M E

T H E  S B C M
M O D U L E S

Module 1

Clear Purpose
Sustainable business models 

& strategies

Module 2

Corporate Engagement
Sustainability at the heart 

of the organisation

Module 3

Collaborative Co-Creation
Shared value alliances 

throughout the value chain

Module 4

Clear Communication
Sustainable communication, 

reporting  & branding

Module 5

Putting it all together
Your sustainable 

business action plan

Module 6

Harvesting key 
learnings & skills

Exam
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T H E  S B C M  
P R O G R A M M E

SUSTAINABILITY IN THE 
HEART OF BUSINESS

CORPORATE 
ENGAGEMENT

(hardwiring & softwiring)

CLEAR PURPOSE
(vision, strategy, values)

ADJUST STRATEGY

ORGANIZE & OPERATIONALIZE

© TANIA ELLIS – The Social Business Company®. All rights reserved.

COLLABORATIVE 
CO-CREATION
(partnerships & 

value chain alliances)

IMPLEMENTATION & RESULTS DEVELO
PMENT & PROTOTYPING 

CLEAR COMMUNICATION
(stakeholder interaction, 
reports, measurements)

T H E  F O U R  
C O R N E R S T O N E S  ( 4 C s )  
O F  S U S T A I N A B L E  
B U S I N E S S  S U C C E S S
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M O D U L E  2  
I N T R O

CORPORATE ENGAGEMENT

‘Corporate Engagement’ is about ensuring an effective implementation of your 
company’s sustainable business efforts. 

This requires two things: 1) Creating buy-in and commitment from the 
organization and 2) implementation and integration of your sustainable business 
ambitions, so they become an embedded part of your company mind-set, skills 
and daily practices. 

For this, we will explore change management strategies and tools as well as 
implementation and integration through your ‘hardwiring’ and ‘softwiring’ of the 
organization, so you are able to put corporate responsibility and sustainability 
into both the hearts and minds of the organisation.

O R G A N I S A T I O N
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O R G A N I S A T I O N  I  C O R P O R A T E  E N G A G E M E N T

Hardwiring: 
Preparation & practice

Softwiring: 
Preparation & practice

Overall corporate
engagement planning

P A R T  1

WH Y - WH A T

S U S T A I N A B L E  B U S I N E S S  
C H A N G E  M A N A G E M E N T

P A R T  3

WH O

T H E  S U S T A I N A B L E  B U S I N E S S  
C H A N G E  M A N A G E R

P A R T  2

H OW

S U S T A I N A B I L I T Y  I N  H E A R T  
O F  T H E  O R G A N I S A T I O N

Internal change
drivers & barriers

Change strategies

Change leadership

The change agents 
& intrapreneurship

Real-life case
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M O D U L E  2  
I N T R O

KRISTINA VIGEN, ESG SPECIALIST

R E A L - L I F E  C A S E
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K E Y  L E A R N I N G S

W H A T  Y O U  W I L L  L E A R N …

Identify internal change drivers & barriers

“Push” and “pull” change strategies

How to create a cohesive internal engagement plan

Key “hard” and “soft” engagement approaches

W
H

Y
H

O
W

Understand your own role & tasks as a sustainable change agent

W
H

A
T

W
H

O
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M O D U L E  2  
I N T R O

O V E R V I E W
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M O D U L E  2  
I N T R O

R E F L E C T I O N S
&  E X E R C I S E S
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DOUBLE CHECK THAT FRAMES IN MENU HEADER ARE OK ON ALL DAY 1 
SLIDES

DOUBLE CHECK THAT ALL PINBOARD + TOOLBOX ICONS ARE OK ON SLIDES 
+ IN PINBOARD / SBCM.DK

MODULE 2 I PART 1

INTERNAL CHANGE 
DRIVERS & BARRIERS

SUSTAINABLE CHANGE MANAGEMENT
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D A Y  1  - T H E  S U S T A I N A B L E  
B U S I N E S S  M I N D S E TM O D U L E  2  P A R T  1  – S U S T A I N A B L E
C H A N G E  M A N A G E M E N T I N T E R N A L  C H A N G E  D R I V E R S  &  B A R R I E R S C H A N G E  S T R A T E G I E S L E A D E R S H I P

W H Y
INTERNAL CHANGE 
DRIVERS & BARRIERS
Building responsibility and sustainability into the heart of a business and 
organization is not only about strategy. It also requires a new business 
mindset (attitude) as well as new practices (actions). 

In order to create a strong change management plan, it is important to 
understand how change ready the organization is – and to identify the 
internal barriers to change.

Purpose: 

Identify change 
readiness, stakeholder 

power and potential 
resistance to change in 

order to understand 
what kind of change is 

required to ensure 
internal commitment 

and buy-in.
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K E Y  L E A R N I N G S

W H A T  Y O U  W I L L  L E A R N …

Understand resistance forms and their underlying reasons

Overview of internal buy-in & implementation risks

How to map internal stakeholder power

H
O

W

How to address these risks through structural and/or cultural change

How to analyze your organisation’s change readiness
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F R O M  C L E A R  P U R P O S E  T O  
C O R P O R A T E  E N G A G E M E N T
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DK
N E W  S O L U T I O N S
R E Q U I R E  I N T E R N A L  C H A N G E

F O R A N D R I N G S H J U L E T
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N E W  S O L U T I O N S
R E Q U I R E  I N T E R N A L  C H A N G E

LEWIN’S 3 CHANGE STEPS ADKAR CHANGE MODEL

16

M O D U L E  1  
I N T R O

D A Y  1  - T H E  S U S T A I N A B L E  
B U S I N E S S  M I N D S E T
P A R T  1  – S U S T A I N A B L E
C H A N G E  M A N A G E M E N T I N T E R N A L  C H A N G E  D R I V E R S  &  B A R R I E R S C H A N G E  S T R A T E G I E S L E A D E R S H I PM O D U L E  2  

A C T I O N  S T E P S  F O R  I N T E R N A L  C H A N G E ,  I MP L E ME N T A T I O N  &  I N T E G R A T I O N
T H E  C H A N G E  M A N A G E M E N T  P R O C E S S

CHANGE 
PHASES

ADKAR
(PROSCI)

LEWIN’S 
3 CHANGE STEPS

KOTTER’S 8 STEPS
TO CHANGE 

PHASE 0 - ANALYZE
Change drivers & barriers _ - -

PHASE 1 - PREPARE
Create climate for change

AWARENESS of the need for 
change + DESIRE to 
participate and support

UNFREEZE

1. Create a sense of urgency

2. Build a strong coalition

3. Form a strategic vision

PHASE 2 – IMPLEMENT
Engage & enable change
within the organisation

DESIRE to participate and 
support the change

CHANGE

4. Communicate the vision

KNOWLEDGE
on how to change

5. Empower others to act on the vision*

ABILITY to implement
desired skills and behaviours

6. Generate short-term wins

PHASE 3 – INTEGRATE
Consolidate & sustain
change

REINFORCEMENT to sustain
the change FREEZE

7. Consolidate improvement / 
sustain acceleration 

8. Institute change

*Enlist a  vo lunteer a rm y +  enab le action by rem oving  barriers &  m ore..
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NEW
(fjerne 
gamles 
udgave)
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Faser Trin Aktivitet
Over-

vejelse
1 Analyse af behovet for forandring

2 Erkendelse og beslutning

Forbered-
else

Kotter
Fase 1

3 Gør truslen synlig

4 Etabler en stærk forandringsorganisation

5 Opstil vision og mål

6 Interessentanalyse

7 Risikoanalyse

8 Specificer og planlæg

9 Kommunikationsplan

Gennem-
førelse

Kotter
Fase 2+3

10 Implementer og eksekver forandringen

11 Forstå og fjern modstanden

12 Hold ud og fejr successer

13 Forankring af forandringen

Evaluering
Kotter
Fase 3

14 Evaluer forandringsprojektet

b) Til forandringsstrategi/kultur ændring (Corp. Engagement)

a) Til forrretnings/CSR strategi (Clear Purpose)

H A N D L I N G S P L A N  F O R  I N T E R N  F O R A N D R I N G  &  F O R A N K R I N G
F O R A N D R I N G S H J U L E T

Bjarne Kousholt, Forandringsledelse, Akademisk Forlag, 2021

DK

18



19.09.2023

4

M O D U L E  1  
I N T R O

D A Y  1  - T H E  S U S T A I N A B L E  
B U S I N E S S  M I N D S E T
P A R T  1  – S U S T A I N A B L E
C H A N G E  M A N A G E M E N T I N T E R N A L  C H A N G E  D R I V E R S  &  B A R R I E R S C H A N G E  S T R A T E G I E S L E A D E R S H I PM O D U L E  2  

A .  B U S I N E S S  A N A LY S E S
S E E  M O D U L E  1 ,  P A R T  3
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Interne interessenter 

Til indercirklen:
Hvilke personer, 

afdelinger/funktioner, 

ledelsesniveauer vil blive 
påvirket af - eller kan 

påvirke - mit CSR-

forandringsprojekt? 

Til ydercirklen:

Hvilke personer, 
afdelinger/funktioner 

ledelsesniveauer vil også 

blive påvirket – eller kan 
påvirke – mit CSR-

forandringsprojekt, men i 

meget mindre grad, hvis 
overhovedet? 

Model inspired by Overskud Med Omtanke, Erhvervs- og Selskabsstyrelsen, 2006

I N T E R N A L  S T A K E H O L D E R  M A P  I  S K A B E L O N DK
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I N T E R N  I N T E R E S S E N T A N A L Y S E
E K S E M P E L

DK
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Also include more examples at the back 
of this presentation

E M P L O Y E E  S U R V E Y ( k n o w l e d g e &  m o t i v a t i o n )  I  E X A M P L E
#m o d ule1 #m o d ule2

#em p lo yee_surveys

Janni Tangen, 2020 Cohort
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Faser Trin Aktivitet
Over-

vejelse
1 Analyse af behovet for forandring

2 Erkendelse og beslutning

Forbered-

else

Kotter
Fase 1

3 Gør truslen synlig

4 Etabler en stærk forandringsorganisation

5 Opstil vision og mål

6 Interessentanalyse

7 Risikoanalyse

8 Specificer og planlæg

9 Kommunikationsplan

Gennem-
førelse

Kotter
Fase 2+3

10 Implementer og eksekver forandringen

11 Forstå og fjern modstanden

12 Hold ud og fejr successer

13 Forankring af forandringen

Evaluering
Kotter

Fase 3

14 Evaluer forandringsprojektet

b) Til forandringsstrategi/kultur ændring (Corp. Engagement)

a) Til forrretnings/CSR strategi (Clear Purpose)

H A N D L I N G S P L A N  F O R  I N T E R N  F O R A N D R I N G  &  F O R A N K R I N G
F O R A N D R I N G S H J U L E T

Bjarne Kousholt, Forandringsledelse, Akademisk Forlag, 2021

DK
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O R G A N I S A T I O N  C H A N G E  R E A D I N E S S  I  M O D E L

Organisation 
change readiness

High motivation and ability 
to change at 

top management

Low motivation and ability 
to change at 

top management

High necessity
– burning platform Proactive

organisation
Reactive 

organisation

Low necessity
– no burning platform Heavy 

organisation
Static 

organisation

Translation of model from Kousholt, Bjarne, Forandringsledelse – Teori og praksis, Akademisk Forlag

B .  C H A N G E  A N A LY S E S
L E A D E R S H I P

Translated version 
for Tools section

24
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Thorborg, Steen, Forandringsledelse –
en grundbog, Hans Reitzels Forlag, 2013

Interest

Power

Low

Latents
Keep satisfied

High

High

Promoters
Manage closely

Apathetics
Monitor

Defenders
Keep informed

INDFLYDELSE

INDVIRKEN

Lille

Gidsler

Stor

Stor

Ressource
personer

Eksterne
interessenter

Grå
eminencer

I N T E R E S S E N T E R  &  R O L L E R  I  
S K A B E L O N

S T A K E H O L D E R  M A P  I  
T E M P L A T E

G
eneric

m
odel –

no
source available

For SBCM.dk insert these on separate 
slides as editable files. Change “MODEL” 

to “SKABELON” on this slide?  

B .  C H A N G E  A N A LY S E S
I N T E R N A L  S T A K E H O L D E R S
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I N T E R N  I N T E R E S S E N T A N A L Y S E
E K S E M P E L

Tina Kruse, Hold 2020

DK
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Betegnelse Karakteristik

Partnere Støtter forandringen 100% loyalt og står ved forandringsprojektlederens side

Allierede Støtter forandringen fra sit ståsted.

Medrejsende Støtter selve forandringen, men ikke nødvendigvis forandringsprojektlederen og dennes team, 
eller topledelsen for den sags skyld.

Bænkevarmere Deres holdning til forandringen er stadig uklar – de afventer.

Løsgående missiler Er nogle gange med og nogle gange imod – de er uforudsigelige.

Opponenter Modstandere af formålet med forandringsprojektet, men er ikke modstandere af ledelsen. 

Modstandere Er modstandere af både ledelsen og forandringsprojektet. 

De stemmeløse Påvirkes af forandringsprojektet, men har ikke en indflydelse hvor deres mening tæller.

I N T E R E S S E N T E R N E  I  
F O R A N D R I N G S P R O J E K T E T  I  G U I D E

Bjarne Kousholt, Forandringsledelse, Akademisk Forlag, 2021

DK
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Eksempler fra tidl. deltagersessions:

Holdninger
Vaner
Grådighed (værdier)
Fordomme/antagelser
Tvang/manglende ejerskab
Top/down
Forandringstræthed
Ingen mening/værdi
Mgl empati/forståelse for andre
Modstridende kommunikation
Frygt for det ukendte
Mgl. ressourcer/travlhed
Mgl. Realitetssans
Dprlig proces, analyse mv.
Mgl. brændende platform

W H Y  D O  
C H A N G E S  F A I L ?
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M O D S T A N D S -
F O R M E R

DK

NEW

ÅBEN 
MODSTAND

Direktemodstand
med fx protester 

eller klager

PASSIV 
MODSTAND

U nd g år af d e ltag e
ud en at s ig e d et h ø jt

TAVSHED

G iver ikke feed b ack, 
d e ltag er ikke i
d iskussio ner

SABOTAGE

B evid ste fo rsø g åå at 
und erm inere nye  

in itia tiver

NOSTALGI

U d trykker h vo rd an
“ting ene var b ed re

end  fø r”

“OVER 
COMPLIANCE”

Fø lg er reg ler o ver-
d revent nø jag tig t, så

m ang ler frem h æ ves

UNDGÅELSE

Ig no rerer fo rand ring en
o g fo rsø g er at 

fo rtsæ tte so m h id til

FORSINKELSER

Fo reslår ko nstant at 
ud skyd e

im p lem entering en

INTELLEK-
TUALISERING

R æ so nnerer o m , 
h vo rfo r fo rand ring en

ikke er re levant

MIKROPOLITIK

D anner a lliancer fo r a t 

b lo kere fo rand ring

F O R M E R  F O R  F O R A N D R I N G S M O D S T A N D  I  G U I D E

Forandringsmodstandsformer. TANIA ELLIS – The Social Business Company

30
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Active resistance Passive resistance

Indifference Accept

Types of resistance. TANIA ELLIS – The Social Business Company

R E S I S T A N C E  
F O R M S
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M O D S T A N D S -
Å R S A G E R

Kousholt, Bjarne, Forandringsledelse og –kommunikation, Akademisk Forlag, 2014.

FORANDRINGS
TRÆTHED

FRYGT FOR AT 
MISTE NOGET 

AF VÆRDI

MANGLENDE 
TILLID TIL 
LEDELSEN

INGEN 
FORSTÅELSE 

FOR HVORFOR 

BEKYMRING 
FOR EGNE 

KOMPETENCER

MANGEL PÅ 
VIDEN OM 

KONSEKVENS

FRYGT 
FOR DET 
UKENDTE

MERE ARBEJDE 
FOR SAMME 

LØN

MANGLENDE 
INDFLYDELSE & 
INVOLVERING

DÅRLIGE 
FORANDRINGS 

ERFARINGER 

INGEN 
MELLEMLEDER 

STØTTE

DÅRLIG 
LEDELSE

FRYGT FOR 
AT FEJLE

MANGLENDE 
INCITAMENT
BELØNNING

MAGELIGHED
TILFREDS MED 
STATUS QUO

Å R S A G E R  T I L  F O R A N D R I N G S M O D S T A N D  I  G U I D E

DK
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I N T E R N A L  R I S K S  
&  O P P O R T U N I T I E S

Reuse the template from the Module 1 
toolbox (on this slide it’s just re-
displayed in a smaller format)
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I N T E R N A L  R I S K S  &  O P P O R T U N I T I E S  
I  E X A M P L E

R isk C o nseq uence  fo r 
p ro ject (1-5)

Pro b ab ility
(1-10)

R isk fig ures
(K  x  S )

R eactive
A ctio n p lan

”Plan B ” / R eactio n / R isk  
m anag em ent 

Pro active
A ctio n p lan

"Plan A " / Preventio n / O p p o rtunity”

New Head of Sales could 

change the course and delay 
the project 

4 8 32 To be taken ad hoc Align expectations (incl. direction and timeplan)

Gap between BF initiative 
(shared value) and the normal 
operation (compliance)

5 (risk for entire 
understanding of CSR 
efforts)

8 40 ?? To be addressed in Sustainability Forum in 
relation to the overall CSR efforts: clarify focus 
areas, employee engagement (internal analysis) 

Not well integrated in the 

organisation: 
Top management

Inbound (sales)
Other

4

4
2

2

8
5

8

40
10

To be taken ad hoc. with top 

management
On going information and engagement

1-2 sales employees join the reference group of 

the project group. Sales material needs to be 
understandable, so that seller takes ownership.

These various stakeholders need to be 
included in the internal communications plan. 

Complet dependence of 

consulting function in 
Sweden (Design for recycling)

5 8 40 Follow up meetings

List of ativities w. prioritization and 
timeplan

The amount of DfR activities justifies a position 

in Denmark, or partnership with external
consultants.

IN
T

E
R

N
A

L
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Faser Trin Aktivitet
Over-

vejelse
1 Analyse af behovet for forandring

2 Erkendelse og beslutning

Forbered-

else

Kotter
Fase 1

3 Gør truslen synlig

4 Etabler en stærk forandringsorganisation

5 Opstil vision og mål

6 Interessentanalyse

7 Risikoanalyse

8 Specificer og planlæg

9 Kommunikationsplan

Gennem-
førelse

Kotter
Fase 2+3

10 Implementer og eksekver forandringen

11 Forstå og fjern modstanden

12 Hold ud og fejr successer

13 Forankring af forandringen

Evaluering
Kotter

Fase 3

14 Evaluer forandringsprojektet

H A N D L I N G S P L A N  F O R  I N T E R N  F O R A N D R I N G  &  F O R A N K R I N G
F O R A N D R I N G S H J U L E T

Bjarne Kousholt, Forandringsledelse, Akademisk Forlag, 2021

DK
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Gradual

or strategic

Proactive

or reactive

Planned or 
not-planned

Structural

or cultural

4  C H A N G E  T Y P E S  I  M O D E L

Kousholt, Bjarne, Forandringsledelse 
og forandringskommunikation, Praxis, 2014. 

D E C I D E  C H A N G E  
M A N A G E M E N T  A P P R O A C H

36
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Change 
culture

Change  
behaviour

Change structure (organisation)

Change roles ( jobs)

Change work tasks (processes)

T H E  C H A N G E  P Y R A M I D
I  M O D E L

Costs
Time

Resistance
Invisible

Visible

Translation of model from Kousholt, Bjarne, Forandringsledelse – Teori og praksis, Akademisk Forlag

S T R U C T U R A L  O R  C U LT U R A L ?
V I S I B L E  O R  I N V I S I B L E ?

Translated version 
for Tools section
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F O U R  Q U A D R A N T  M O D E L  O F  
O R G A N I Z A T I O N A L  C H A N G E  I M O D E L

Fo rand ring sled e lse   - Teo ri o g  p raksis , B . K o ush o lt.

Moderat konflikt – 
Lille sårbarhed

Forandringerne vedrører ikke 
organisationens 

grundlæggende opgaver, og 
der er kun lille risiko for 

modstand mod forandringer.

Lille konflikt  - 
Lav sårbarhed

Forandringerne er små og 
vedrører organisationens 

grundlæggende opgaver, og 
der er derfor kun lille risiko for 
modstand mod forandringer.

P
e

rife
r

Radikal

K
e

rn
e

Inkremental

Lille konflikt  - 
Moderat sårbarhed

Forandringerne er små men 
vedrøere organisationens 

grundlæggende opgaver, så 
der vil være en vis risiko for 

modstand mod forandringer.

Høj konflikt  - 
Høj sårbarhed

Forandringerne er store og 
vedrører organisationens 

grundlæggende opgaver, så 
der vil være stor risiko for 

modstand mod forandringer.

NEW

UPLOAD 
TO TOOLS 
SECTION

DK

FO U R  Q U A D R A N T M O D EL O F O R G A N IZA TIO N A L C H A N G E (B O D D Y &  B U C H A N A N )
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Faser Trin Aktivitet
Over-

vejelse
1 Analyse af behovet for forandring

2 Erkendelse og beslutning

Forbered-

else

Kotter
Fase 1

3 Gør truslen synlig

4 Etabler en stærk forandringsorganisation

5 Opstil vision og mål

6 Interessentanalyse

7 Risikoanalyse

8 Specificer og planlæg

9 Kommunikationsplan

Gennem-
førelse

Kotter
Fase 2+3

10 Implementer og eksekver forandringen

11 Forstå og fjern modstanden

12 Hold ud og fejr successer

13 Forankring af forandringen

Evaluering
Kotter

Fase 3

14 Evaluer forandringsprojektet

H A N D L I N G S P L A N  F O R  I N T E R N  F O R A N D R I N G  &  F O R A N K R I N G
F O R A N D R I N G S H J U L E T

Bjarne Kousholt, Forandringsledelse, Akademisk Forlag, 2021

DK

39

M O D U L E  1  
I N T R O

D A Y  1  - T H E  S U S T A I N A B L E  
B U S I N E S S  M I N D S E TM O D U L E  2  
P A R T  1  – S U S T A I N A B L E
C H A N G E  M A N A G E M E N T I N T E R N A L  C H A N G E  D R I V E R S  &  B A R R I E R S C H A N G E  S T R A T E G I E S L E A D E R S H I P

9 R  F O R A N D R I N G S A N A L Y S E N  I  G U I D E

Emne Spørgsmål Forklaring

Rammer Hvad er rammerne? (økonomi, tidsplan, kontorplads, 
organisation osv. for forandringsprojektet)

Fx: Hvor lang tid har vi til at opnå resultater; 
forandringsorganisationens udformning, ledelsens 
opbakning mm.

Retning Hvorfor har vi etableret forandringsprojektet? Hvad er det 
større formål? Hvad er det, vi gerne vil skabe? Hvor går vi hen 
og hvorfor?

Fx: Klarlægning af årsagen til forandringsprogrammet, 
hvilken vej skal vi herfra; visionen.

Regler Hvordan er organisationens (spille)regler – og kendes de af 
alle? Hvad skal vi være enige om for at forandringsprojektet 
bliver en succes? Hvilket styringsniveau er der fx brug for?

Bl.a. vurdere organisationens kultur og værdier. 
Skrevne og uskrevne regler. Kan og skal nuværende 
regler ændres?

Roller Hvem er involveret i forandringsprogrammet? Hvem har 
kompetence til hvad?

Interessenterne – hvem er ansvarlig for 
forandringsprogrammet? Hvem er med og imod?

Relationer Hvilke relationer er der mellem forandringsprogrammets 
interessenter? Hvordan har de det med hinanden?

Relationerne mellem interessenterne. Hvem frastøder 
hinanden og hvem danner koalitioner?

Reaktioner Hvordan har interessenternes reaktionsmønster været indtil 
nu?

Kan hidtidige reaktioner fortælle os noget om 
interessenterne?

Risiko Hvilken risiko er der for de forskellige interessenter? Kan interessenterne gå i ”baglås” og modarbejde 
forandringsprojektet?

Resultater Hvad vil vi opnå med interessenterne? Vores egne forventninger til interessenterne; det vi 
håber på.

Refleksioner Hvordan ser det hele ud nu? Refleksionen bruges til at gå op i ”helikopteren” for at 
se på helheden.

Bjarne Kousholt, Forandringsledelse og forandringskommunikation, Praxis, 2014

DK
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K E Y  L E A R N I N G S

W H A T  Y O U  H A V E  L E A R N T …

Understand resistance forms and their underlying reasons

Overview of internal buy-in & implementation risks

How to map internal stakeholder power

H
O

W

How to address these risks through structural and/or cultural change

How to analyze your organisation’s change readiness

41

K E Y  
R E F L E C T I O N S

R E F L E C T I O N S  O N  I N T E R N A L  C H A N G E  D R I V E R S  &  B A R R I E R S

How change ready is top management?

What kinds of change resistance could you expect?

What could be different reasons for resistance to change? 

How change ready is the organisation / internal stakeholders?

42
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© TANIA ELLIS – The Social Business Company®. All rights reserved.

DOUBLE CHECK THAT FRAMES IN MENU HEADER ARE OK ON ALL DAY 1 
SLIDES

DOUBLE CHECK THAT ALL PINBOARD + TOOLBOX ICONS ARE OK ON SLIDES 
+ IN PINBOARD / SBCM.DK

MODULE 2 I PART 1

CHANGE 
STRATEGIES

SUSTAINABLE CHANGE MANAGEMENT

44
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W H AT
CHANGE STRATEGIES 
In order to kickstart – and later sustain – change, you need a change 
management plan that includes both “push” and “pull” communication. 

If you only talk about what the organization needs to avoid – the burning 
platform (“push”) – there is a risk that the organisation will return to business 
as usual, once the threat is over. Therefore, you also need to “pull” the 
organization with a positive vision of future opportunities.

Purpose: 

Create a plan for how 
you want to create and 

sustain change with 
the messages and 
arguments that will 
resonate with the 

organisation. 

45

K E Y  L E A R N I N G S

W H A T  Y O U  W I L L  L E A R N …

The ”push” and ”pull” approach

How to tap into “burning desires”

How changing employee needs are key to change

Examples of internal & external burning platforms

H
O

W
W

H
A

T

Tools & tips for changing minds
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Faser Trin Aktivitet
Over-

vejelse
1 Analyse af behovet for forandring

2 Erkendelse og beslutning

Forbered-

else

Kotter
Fase 1

3 Gør truslen synlig

4 Etabler en stærk forandringsorganisation

5 Opstil vision og mål

6 Interessentanalyse

7 Risikoanalyse

8 Specificer og planlæg

9 Kommunikationsplan

Gennem-
førelse

Kotter
Fase 2+3

10 Implementer og eksekver forandringen

11 Forstå og fjern modstanden

12 Hold ud og fejr successer

13 Forankring af forandringen

Evaluering
Kotter

Fase 3

14 Evaluer forandringsprojektet

H A N D L I N G S P L A N  F O R  I N T E R N  F O R A N D R I N G  &  F O R A N K R I N G
F O R A N D R I N G S H J U L E T

Bjarne Kousholt, Forandringsledelse, Akademisk Forlag, 2021

DK
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” T H E  B U R N I N G  
P L A T F O R M ”

48
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E X T E R N A L  ” B U R N I N G  P L A T F O R M S ”  
SEE MODULE 1, PART 1 + PART 3
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Ellis, T. The New Pioneers, Wiley 2010

I N T E R N A L  “ B U R N I N G  P L A T F O R M S ”  
S E E  M O D U L E  1 ,  P A R T  1  (MARKET TREND #3 (PERSONAL SUSTAINABILITY)

Purpose 
& Passion

The 4th P
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#m o d ule2
#em p lo yee_surveys

C H A N G I N G
E M P L O Y E E  N E E D S  
&  E X P E C T A T I O N S

Paul Polman’s survey
https://www.linkedin.com/pulse/conscious-

quitting-has-arrived-paul-polman-
/?midToken=AQEiRaRBIDFQhQ&midSig=0Z21_

qevbTnaE1&trk=eml-
email_series_follow_newsletter_01-

newsletter_content_preview-0-

headline_&trkEmail=eml-
email_series_follow_newsletter_01-

newsletter_content_preview-0-headline_-null-
br7jd~le6pk57v~29-null-null&eid=br7jd-

le6pk57v-29
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” I K I G A I ”

Graphic: www.blog.learnlife.com/what-is-your-ikigai
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#m o d ule2
#em p lo yee_eng ag em ent #rep o rts

T H E  G R E A T  
R E S I G N A T I O N

A T T R I T I O N  O R
A T T R A C T I O N ?

Could you add this one to the 
pinboard as well:

https://www.mckinsey.com/busi
ness-functions/organization/our-
insights/purpose-shifting-from-

why-to-how 
ADD ARTICLE 
TO PINBOARD

attrition [noun]: 

A reduction in the number of 

employees or participants that 

occurs when people leave 

because they resign, retire, etc

53

M O D U L E  1  
I N T R O

D A Y  1  - T H E  S U S T A I N A B L E  
B U S I N E S S  M I N D S E T
P A R T  1  – S U S T A I N A B L E
C H A N G E  M A N A G E M E N T I N T E R N A L  C H A N G E  D R I V E R S  &  B A R R I E R S C H A N G E  S T R A T E G I E S L E A D E R S H I PM O D U L E  2  

DK
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R E S O U R C E S
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F R O M  S A T I S F A C T I O N  
T O  E N G A G E M E N T

Graphic from www.decision-wise.com
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#m o d ule2
#em p lo yee_eng ag em ent
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G A R Y  H A M E L ’ S  P Y R A M I D  O F
H U M A N  C A P A B I L I T I E S  I M O D E L

Lydighed

Passion 
Capital

Passion

Creativity

Initiative

Intellect

Diligence

O b ed ience

#m o d ule2 
#em p lo yee_eng ag em ent

Passion

Kreativitet

Initiativ

Intellekt

Flid

.

Add this 
English 

version to 
Tools 

section
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C R E A T I N G  A
B U R N I N G  P L A T F O R M
I  M O D E L SITUATION:

”We’re in trouble now”

PAIN:

The immediate loss of our 
market dominance, job 
security, organisational 

survival, etc.

SITUATION:
”If we act immediately, we 
can take advantage of this 

situation.”

PAIN:
The loss of a potential 

advantage that is within 
our grasp.

SITUATION:
”We’re going to be 

in trouble.”

PAIN:
The impending loss of our 

market dominance, job 
security, organisational 

survival, etc.

SITUATION:

”In the future, we could be 
in a position to profit from 
what is going to happen”

PAIN:

The loss of a potential 
advantage that is possible 

to achieve in the future.

C
U

R
R

E
N

T
A

N
T

IC
IP

A
T

E
D

P R O B L E M O P P O R T U N I T Y

Model from ResilienceAlliance.com
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SETS 
DIRECTION

KICKSTARTS 
MOVEMENT
What happens if we don’t do it…?

What’s in it for you / us / them?

Add to Tools 
section

Graphic: TANIA ELLIS – The Social Business Company® 
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Problem and deficiency thinking Potential and value thinking

Focus on problems, errors and 
omissions

Focus on (resources, values and 
desires

To solve the problem:
1. Identify problem
2. Analyse causes
3. Find possible solutions
4. Action plan

To create the future :
1. Identify what works well.
2. Create visions for future
3. Plan and prioritize processes
4. Execution on proposed design 

ÞProblem solving ÞResource development

A P P R E C I A T I V E  I N Q U I R Y  I  M O D E L

Traditional approach Appreciative approach

Search for mistakes Search for opportunities

Search for causes of a problem Search for solutions

Critical attitude Positive attitude

Focus on what is missing Focus on what there is

Focus on change Focus on resources

Skepticism and suspicion Confidence

Focus on what we want to avoid Focus on what we wish

T R A D I T I O N A L  V S  A P P R E C I A T I V E

Summary of Bjarne Kousholt, Forandringsledelse, Akademisk Forlag, 2021Summary by TANIA ELLIS – The Social Business Company® 
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Jeg vil gerne være med til at forandre 
madkulturen herhjemme. Jeg vil gerne 

gøre det lettere for danskerne at spise 

bedre mad, sundere mad, mere økologisk 

mad og gerne dansk mad. Så jeg mener 
ikke, hovedopgaven er at tjene penge. 

Men det er en forudsætning at tjene 

penge, hvis vi skal forandre madkulturen.

Vi sælger alle sammen de samme 
cornflakes til samme pris. Danmark 
har supermarkeder nok til at 
betjene 18 mio. mennesker, men de 
er alle sammen ens. Hvis du pillede 
logoerne af facaderne og 
tilbudsaviserne, så ville ingen 
kunne kende forskel på butikkerne.

Peter Høgsted, Mad- og Måltidsaktivist, COOPMandag Morgen, COOP-chef kæmper mod talentløse supermarkeder, 08.09.2014

DK
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C

“ B U R N I N G  D E S I R E S ”
E M P L O Y E E S

TOP MOTIVATED 
AMBASSADORS

MORE (AND BETTER) 
SPECULATIVE APPLICATIONS

EMPLOYEE SATISFACTION 
AND ENGAGEMENT 

INTERNAL PRIDE
AND WORK JOY

REDUCTION OF 
SICK ABSENCE

GOOD & INNOVATIVE IDEAS

The HR ROI of CSR. TANIA ELLIS – The Social Business Company ® 

T H E  H R  R O I  O F  C S R  I  G U I D E

PURPOSE

FULFILMENT

MEANINGFUL 
WORK

PERSONAL & 
PROFESSIONAL 
DEVELOPMENT 
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“ B U R N I N G  D E S I R E S ”
B U S I N E S S
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“ B U R N I N G  D E S I R E S ”
S O C I E T Y
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Kousholt, Bjarne, Forandringsledelse og –kommunikation, Akademisk Forlag, 2014

D enne ind g ang svinke l e r o fte  
nø d vend ig  h o s m ennesker, d er 

anser s ig  se lv fo r a t væ re  
ve lud d anned e. D e  vil o p stille  liste r 

o ver fo rd e le  o g  u lem p er ved  en 
g iven situatio n fo r d ere fter a t tag e  

en ve lo verve je t b eslutn ing .

B yg g er p å  ind sam ling  a f re levante  
d ata . B åd e fo rnuft o g  analyse  er 

b aseret p å  arg um entatio n o g  
b eviser. D e  er g o d e at b rug e, når 

m an ska l o verb evise  

ve lud d anned e, lo g isk  tæ nkend e 
ind ivid er, d er g erne  vil h ave  

sag lig e  arg um enter o g  b eviser. 

Er evnen til a t skab e  ko ntakt til en  

p erso ns fø le lser o g  intu itio n. En 
h o ld ning sæ nd ring  p å g rund  a f 

reso nans kan væ re  ub evid st, fo r 

eksem p el p å  g rund  af resp ekt fo r 
o verta leren.

D et a t fo rtæ lle  d et sam m e p å 
m ang e fo rske llig e  m åd er. B åd eiI 

reklam eb ranch en o g  i 
und ervisn ing  b rug es d enne 

m eto d e i ud strakt g rad . 

I en  s ituatio n, h vo r en 

h o ld ning sæ nd ring  er næ rt 
fo reståend e, kan en b e lø nning  

væ re  d et ‘lille  nø k’, d er ska l til fo r a t 
få  æ nd ring en ig ennem .

D enne fakto r h and ler o m  d en 
o m g ivend e verd ens ind flyd e lse  p å 

b eslutn ing er. Fx. C O V ID -19 
p and em iens ind virkning  p å 

flyre jser, restauratio ner m .m .

N år en fo rand ring  ska l 
g ennem fø res, e r m ag ten b ag  ved  

ø nsket o m  fo rand ring  naturlig vis  
a fg ø rend e. Er d er ikke  m ag t b ag  

ved  fo rand ring en, v il m o d stand en 
le t kunne  stand se  d en. 

F A K T O R E R  D E R  K A N  Æ N D R E  H O L D N I N G  I  G U I D E

FORNUFT ANALYSE RESONANS
REPRÆSENTATIVE 
OMSKRIVNINGER

RESSOURCER 
& BELØNNING

VIRKELIGE 
BEGIVENHEDER

MAGT 
& POLITIK

DK
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So urce: R ick  M aurer / A ctee . w w w .rickm aurer.co m

Levels of resistance How to create support

Level 1
”I don’t get it”

Intellectual

• Information – facts, figures, ideas
• Explain W HY before HOW
• Use language they understand
• Use variety of communications channels

Level 2
”I don’t like it”

Emotional

• W hat’s in it for them
• Engage them in process
• Be honest about downsides
• Build trust and confidence

Level 3
”I don’t like you”

Personal

• Mea Culpa – take responsibility
• Keep commitments
• Spend time together
• Allow yourself to be influenced, consider 

worthwhile ideas BEHAVIOURAL 
RESISTANCE

BONUS
GUIDE

R E S I S T A N C E  L E V E L S  &  H A N D L I N G  I  G U I D E

TRANSLATE HEADLINE 
+ 

CHECK IF GUIDE IS IN 
ENGLISH à Ditte’s

article is in DK: 

https://47046200-
76db-4ffe-adcc-

25ef1986c91a.filesusr.c
om/ugd/351d52_9af63
6a7113c4e16839a6c81

89794aac.pdf
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C H A N G E  M A N A G E M E N T  
G O N E  W R O N G …

Det er jo den største 

tilbagetrækning, siden Napoleon 

trak sig tilbage fra Waterloo, når 

regeringen nu indser, at det 

selvfølgelig ikke er et politisk 

ansvar at bestemme, hvad folk 

skal have på frokostbuffeten. Så 

jeg synes, det er dejligt, at 

finansministeren er kommet ned 

fra den høje vegetariske hest.

- Morten Messerschmidt (DF)

DK
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BONUS
GUIDE

TRANSLATE HEADLINE 
+ 

CHECK IF GUIDE IS IN 
ENGLISH à Ditte’s

article is in DK: 

https://47046200-
76db-4ffe-adcc-

25ef1986c91a.filesusr.c
om/ugd/351d52_9af63
6a7113c4e16839a6c81

89794aac.pdf

A  R E A L - L I F E  E X A M P L E …
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Resistance
form

Resistance
reason

Who/
Where in org.

Push
arguments

Push 
data / cases / artifacts

Pull
arguments

Pull
data / cases / artifacts

The Change Argumentation Plan. TANIA ELLIS – The Social Business Company®. 

T H E  C H A N G E  A R G U M E N T A T I O N  P L A N  I  T E M P L A T E

TRANSLATED VERSION FOR 
TOOLS SECTION
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T H E  C H A N G E  A R G U M E N T A T I O N  P L A N  I  E K S E M P E L DK

U lla  M atth iesen, 2020 C o h o rt
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E X A M P L E S  O F  
A R T I F A C T S  T H A T  C A N  
R E I N F O R C E  C H A N G E  
C O M M U N I C A T I O N

A rtifact 

o verview  fo r 

“C h ang e 
stra teg ies” 

(Part 1 ) - 
p o ssib ly insert 

no te  ab o ut th is  
in  v id eo
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C H A N G E  M A N A G E R  “ H A C K S ”

Double check that link to the 
article “5 ways to get internal 
buy-in on csr” are in pinboard
CHECK FOR KRISTINA VIGEN’S 

PERSONAL CHECK LIST 
(SOME POST / CANVA)

• Have you lobbied today?

• Have you engaged others today?
• Have you shared new knowledge 

with your colleagues?
• Can you link all your work efforts 

back to the overall strategy?
• Did you follow up today?
https://www.linkedin.com/feed/update
/urn:li:activity:6856512647265886208
/

https://trello.com/c/bZ5B7Grd/1466-
ok-pro-kristina-vigens-change-
manager-tips

https://www.canva.com/design/DAEN
wp0f3OM/GJcyq4MNXY3wdFqqxkR68
A/edit
à Original checklist is in DK

#m o d ule2
#ch ang e_m anag em ent

I’ve changed the hashtag 
for this article from 
#change_agent to 

#change_management. If 
the article is already 

stored in the sbcm online 
pinboard, just change 

there as well J

Tania: consider whether it’s 
better to include (elements) of 

this in e.g. the softwiring section 
instead
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T H E  C H A N G E  
S T A R T S  H E R E …
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K E Y  L E A R N I N G S

W H A T  Y O U  H A V E  L E A R N T …

The ”push” and ”pull” approach

How to tap into “burning desires”

How changing employee needs are key to change

Examples of internal & external burning platforms

H
O

W
W

H
A

T

Tools & tips for changing minds
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K E Y  
R E F L E C T I O N S

R E F L E C T I O N S  O N  C H A N G E  S T R A T E G I E S

What are your company’s burning platforms (internal & external)?

If there are no burning platforms – how could you create one?

Which ‘push’ and ‘pull’ arguments could you apply? 

What ‘burning desire’ could ignite hearts & minds of the org.?
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DOUBLE CHECK THAT FRAMES IN MENU HEADER ARE OK ON ALL DAY 1 
SLIDES

DOUBLE CHECK THAT ALL PINBOARD + TOOLBOX ICONS ARE OK ON SLIDES 
+ IN PINBOARD / SBCM.DK

MODULE 2 I PART 1

CHANGE 
LEADERSHIP

SUSTAINABLE CHANGE MANAGEMENT
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W H AT
CHANGE LEADERSHIP
To ensure successful sustainable business change, it is paramount that top 
management not only communicates what needs to change, but also why.

Leadership communication is key to creating internal change and building 
culture. Authentic and credible leadership communication is also key to 
reinforcing the company’s responsibility and sustainability efforts. 

Purpose: 

Understand when and 
how management 

should be involved, and 
how leadership

communication is key to 
sustainable change

management. 

80

K E Y  L E A R N I N G S

W H A T  Y O U  W I L L  L E A R N  …

The role of personal and authentic leadership

Leadership communication on different management levels

The difference between leadership and management

The importance of a strategic vision or purpose

H
O

W
W

H
A

T

Examples of leadership communication & leadership trends
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Faser Trin Aktivitet
Over-

vejelse
1 Analyse af behovet for forandring

2 Erkendelse og beslutning

Forbered-

else

Kotter
Fase 1

3 Gør truslen synlig

4 Etabler en stærk forandringsorganisation

5 Opstil vision og mål

6 Interessentanalyse

7 Risikoanalyse

8 Specificer og planlæg

9 Kommunikationsplan

Gennem-
førelse

Kotter
Fase 2+3

10 Implementer og eksekver forandringen

11 Forstå og fjern modstanden

12 Hold ud og fejr successer

13 Forankring af forandringen

Evaluering
Kotter

Fase 3

14 Evaluer forandringsprojektet

H A N D L I N G S P L A N  F O R  I N T E R N  F O R A N D R I N G  &  F O R A N K R I N G
F O R A N D R I N G S H J U L E T

Bjarne Kousholt, Forandringsledelse, Akademisk Forlag, 2021

DK
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T H E  T R A N S I T I O N  J O U R N E Y  
F R O M  B U S I N E S S - S T R A T E G I C  C S R  
T O  B U S I N E S S  W I T H  A  P U R P O S E
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C O R P O R A T E
P U R P O S E

84
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”We’re launching ecomagination not because it’s trendy or
moral, but because it will accelerate our growth 
and make us more competitive.”

- Jeffrey Immelt, General Electric

”It should come from the heart, but it’s ok that it can still be
good business”

- Mads Øvlisen, Novo Nordisk

"It has to cost you money. Lose a contract after not paying a 
bribe, for example, and your employees will know the anti-
corruption principle has teeth.” 

- Mark Moody Stuart, Shell
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“Our deepest purpose as an 

organization is helping support 

the health, well-being, and 

healing of both people —

customers, Team Members, 

and business organizations in 

general — and the planet.”
John Mackey, CEO
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M A N A G E M E N T  V S .  
L E A D E R S H I P
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M A N A G E M E N T
V S  L E A D E R S H I P

Kousholt, B., Forandringsledelse, Akademisk Forlag, 2021

Management Leadership

Planning & budgeting

Organizing and staffing

Controlling and problem-solving

Encouraging order and predictability

Establishing direction – vision of future

Aligning people – communicating direction

Motivating and inspiring

Encouraging change

M A N A G E M E N T  A N D  L E A D E R S H I P  I  M O D E L

VERSION IN 
ENGLISH FOR 

TOOLS SECTION
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MIND HEART

HARD SKILLS SOFT SKILLS

BUSINESS EDUCATION MORAL EDUCATION

MANAGEMENT LEADERSHIP 

PROFESSIONALISM PERSONALITY

N E W  L E A D E R S H I P  D E M A N D S  I  M O D E L

New Leadership Demands. TANIA ELLIS – The Social Business Company® 

VERSION IN 
ENGLISH FOR 

TOOLS SECTION

N E W  
L E A D E R S H I P
D E M A N D S
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B U S I N E S S  E D U C A T I O N
&  M O R A L  E D U C A T I O N

#m o d ule2 
#lead ersh ip

A VOLUNTARY PLEDGE BY MBA’S TO CREATE 
VALUE RESPONSIBLY AND ETHICALLY

Add to 
pinboard

90
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M A N A G E M E N T  I  L E A D E R S H I P
E F F E C T I V E N E S S  I  G R E A T N E S S
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MAKE A DIFFERENCE
CONSCIOUSNESS

SPIRIT

LEARN
VISION

BRAIN

LOVE
PASSION
HEART

LIVE
DISCIPLINE

BODY

Source: Covey, Stephen, The 8th Habit. Graphic: TANIA ELLIS – The Social Business Company® 

T H E  8 T H  H A B I T

The greatest and main

leadership task:

To find one’s own voice

- and inspire others to find theirs.

H O L I S T I C  L E A D E R S H I P  I  M O D E L
ADD THIS 
ENGLISH 

VERSION TO 
TOOLKIT
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#m o d ule2 #lead ersh ip

L E A D E R S H I P  F O R  T H E  
S U S T A I N A B I L I T Y  T R A N S I T I O N
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#m o d ule2

#lead ersh ip  #activ ism

Add to 
pinboard

(they were 
stored under 

#module4 

before but 
now under 
#module2

C E O  A C T I V I S M
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Change Leadership: make a point about AUTHENTIC 
leadership (employee demands, e.g. 
https://www.danskindustri.dk/di-
business/arkiv/nyheder/2019/10/unge-vil-have-ledere-
med-holdninger--og-handling-bag-ordene/ or US 

activist survey example + being honest about 
motivations

Patag o nia ’s  fo und er, Yves C h o uinard

“I was in Forbes magazine listed as a billionaire, which 
really, really pissed me off…Hopefully this will influence a 

new form of capitalism that doesn’t end up with a few 

rich people and a bunch of poor people…We are going 
to give away the maximum amount of money to people 

who are actively working on saving this planet.”

(N ew  Yo rk T im es, 14 Sep  2022)

A U T H E N T I C  
L E A D E R S H I P
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#m o d ule2 
#lead ersh ip

F R O M  C O M P E T E N T  T O  
W I S E  L E A D E R S H I P

F R O M  S U S T A I N A B L E  T O  
R E G E N E R A T I V E  L E A D E R S H I P
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#m o d ule2 
#lead ersh ip

S P I R I T U A L LY - B A S E D  L E A D E R S H I P
&  C O M P A S S I O N A T E  C A P I T A L I S M

Check that these are in 
pinboard

Check if 
already in / 

add to 
pinboard
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T H E  N E W  L E A D E R S H I P  R O L E S  I M O D E L

Tania Ellis, The Era of Compassionate Capitalism, Henley Business SchooL, 2003

Se også 
”Nutidens 

lederroller i et 
forandrings-
perspektiv”

(Thorborg, s. 93-
96)

COMMUNICATOR
Vision I Value I Recognition I Storyteller

COACH
Mentor I Support learning I Reduce mental 

barriers

FACILITATOR
Development needs I Human purpose 

management

CULTURE BUILDER
Openness I Honesty I Trust

INSPIRER
Show way through

own actions

N E W  
L E A D E R S H I P
R O L E S
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C O M M U N I C A T I O N  I S  K E Y
T O  C H A N G E  M A N A G E M E N T
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Translation. Kousholt, Bjarne, Forandringsledelse og forandringskommunikation, 2014

T H E  L E A D E R S H I P  C O M M U N I C AT I O N  R O L E S  |  G U I D E

CEO Executives Team leaders

To keep the company's core narrative 
alive

Clarify for each employee what her/his 
task is

To create security and clarity

To motivate Evaluation of the employee's work To ensure clear goals and resolve 
conflicts

To set the tone / level of decency Show that the employee is appreciated To ensure direction, evaluate, 
appreciate and communicate strategy 
and vision

To be the supreme leader of change Evaluation of the department's / 
group's work

To ensure the overview

Communicate the organization's vision 
and goals

To keep focus on the task and finalize 
properly

Support

INSERT 
ENGLISH 

VERSION IN 
TOOLS 

SECTION
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L E D E R E N  
S O M  
S T O R Y T E L L E R
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C H A N G E  L E A D E R S  
H A V E  S I M P L E  
M E S S A G E S

“WE DON’T HIRE PEOPLE TO BAKE BROWNIES.
WE BAKE BROWNIES TO HIRE PEOPLE.”

102
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Faser Trin Aktivitet
Over-
vejelse

1 Analyse af behovet for forandring

2 Erkendelse og beslutning

Forbered-

else

Kotter
Fase 1

3 Gør truslen synlig

4 Etabler en stærk forandringsorganisation

5 Opstil vision og mål

6 Interessentanalyse

7 Risikoanalyse

8 Specificer og planlæg

9 Kommunikationsplan

Gennem-
førelse

Kotter
Fase 2+3

10 Implementer og eksekver forandringen

11 Forstå og fjern modstanden

12 Hold ud og fejr successer

13 Forankring af forandringen

Evaluering
Kotter

Fase 3

14 Evaluer forandringsprojektet

H A N D L I N G S P L A N  F O R  I N T E R N  F O R A N D R I N G  &  F O R A N K R I N G
F O R A N D R I N G S H J U L E T

Bjarne Kousholt, Forandringsledelse, Akademisk Forlag, 2021

DK
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M O D U L E  1  
I N T R O

D A Y  1  - T H E  S U S T A I N A B L E  
B U S I N E S S  M I N D S E T
P A R T  1  – S U S T A I N A B L E
C H A N G E  M A N A G E M E N T I N T E R N A L  C H A N G E  D R I V E R S  &  B A R R I E R S C H A N G E  S T R A T E G I E S L E A D E R S H I PM O D U L E  2  

O N G O I N G   
R E I N F O R C E M E N T
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M O D U L E  1  
I N T R O

D A Y  1  - T H E  S U S T A I N A B L E  
B U S I N E S S  M I N D S E T
P A R T  1  – S U S T A I N A B L E
C H A N G E  M A N A G E M E N T I N T E R N A L  C H A N G E  D R I V E R S  &  B A R R I E R S C H A N G E  S T R A T E G I E S L E A D E R S H I PM O D U L E  2  

M O R E  A B O U T  
C H A N G E  C O M M U N I C A T I O N
I N  M O D U L E  4
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K E Y  L E A R N I N G S

W H A T  Y O U  H A V E  L E A R N T …

The role of personal and authentic leadership

Leadership communication on different management levels

The difference between leadership and management

The importance of a strategic vision or purpose

H
O

W
W

H
A

T

Examples of leadership communication & leadership trends
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K E Y  
R E F L E C T I O N S

R E F L E C T I O N S  O N  C H A N G E  L E A D E R S H I P

Which role does (top) management play in your business case?

How is sustainability currently communicated by management?

By whom & when?

How should your change plan be communicated? 
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M O D U L E  2  
I N T R O

O R G A N I S A T I O N  I  C O R P O R A T E  E N G A G E M E N T

Hardwiring: 
Preparation & practice

Softwiring: 
Preparation & practice

Overall corporate
engagement planning

P A R T  1

WH Y - WH A T

S U S T A I N A B L E  B U S I N E S S  
C H A N G E  M A N A G E M E N T

P A R T  3

WH O

T H E  S U S T A I N A B L E  B U S I N E S S  
C H A N G E  M A N A G E R

P A R T  2

H OW

S U S T A I N A B I L I T Y  I N  H E A R T  
O F  T H E  O R G A N I S A T I O N

Internal change
drivers & barriers

Change strategies

Change leadership

The change agents 
& intrapreneurship

Real-life case
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TAK FOR I DAG!
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TAK FOR I DAG!
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