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Rita Witherly is the CEO of MoZen Inc.(More Zen or more Balance). Rita works with businesses to help them solve 
their problems, and grow their business, increase profits and decrease costs.  Rita has worked with fortune 100, 500 
and mid-size organizations in every industry. Her company works with senior leaders to translate business 
strategies into actionable plans, align business processes to meet business goals and assess/develop employee 
skills at all levels to help the continually meet/exceed the business goals in a competitive and fast changing world. 
Additional MoZen works with clients to help them innovate, which is the only competitive advantage a company 
really has. Innovative companies enjoy greater growth and success and that is the name of the game today.

Prior to starting MoZen, she was the Director of Organization Development for Cendant a fortune 100 company 
where she worked across their 44 diverse companies doing, business advising, mentoring/coaching, training and 
implementing full life cycle global programs that impacted each company’s goals/bottom line. Rita holds an MBA; 
Southern New Hampshire University, Manchester, NH, a BS in Organizational Behavior; Lesley College, Cambridge, 
MA. Additionally she is a certified Master Trainer, Master Facilitator, Lean Six Sigma Master Black Belt, Leadership 
coach, Team Trainer, Metrics Master and certified Business coach. Rita.Witherly@MoZenInc.com or 201-337-6813.

BIO OF ELENA FELIZ

Elena Feliz, an Organization Development (OD) Consultant, is the Principal for Feliz Consulting.  She has helped to 
create high performing teams and organizations in Fortune 500 companies and non-profits for over 20 years.
Elena has an M.S. from American University in Washington, D.C.  She was elected to the Board of Trustees for the 
Organization Development Network (ODN), a national organization of over 4,000 OD professionals.  She is a member 
of National Training Laboratories (NTL), Academy of Management (AOM) and Gestalt Institute.  She is on the 
Leadership Team for The Global Committee for the Future of OD.
Her expertise includes assessment, strategic planning, change management, leadership development, team building, 
diversity, and training.  She has been invited to speak to a variety of forums and conferences.
Elena can be reached by email at felizelena@aol.com or by telephone, 718-335-8161.  She resides in Woodside, NY.

Rita Witherly’s Bio

1. Introductions

2. What is Change Management

3. What is Change in 2010

4. 10 Steps to Consider

5. Resistance

6. What’s Next

7. Toolbox

�
�
��


What Is Change ManagementWhat Is Change Management

Change Management is the process, toolsand techniques
to manage the peopleaspect of change to achieve the most 
successful outcomes when a new technology or processis 
introduced into the company.*

- Incremental Change: occurs slowly over a prolonged 
period, at a steady rate or with minor fluctuations in 
intensity.

- Transformative Change:  a sudden, dramatic change 
with marked effect, often large scale.

*definition from http://www.change-management-toolbook.com

• External Forces
– Market Place/Globalization
– Govt Laws and Regulations

– Technology
– Labor market
– Economic Change

• Internal Forces
– Changes in Organizational 

Strategies

– Workforce change
– New Equipment

– Employee Attitude

Forces of ChangeForces of Change

Top Barriers
% of 500 companies

Top Success Factors
% of 500 companies

Functional boundaries 44%

Lack of Change skills 43%

Middle management 38%

Long IT lead times 35%

Communication 35%

Employee opposition 33%

HR (people/training) issues 33%

Initiative fatigue 32%

Unrealistic timetables 31%

Ensuring top sponsorship 82%

Treating people fairly 82%

Involving employees 75%

Giving quality communications 70%

Providing sufficient training 68%

Using clear performance measures 65%

Building teams after change 62%

Focusing on culture/skill changes 62%

Rewarding success 60%

Using internal champions 60%Source: PwC Mori Survey 2006

21st Century Change21st Century Change
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21st Century Change21st Century Change Change FrameworkChange Framework

How To 
Survive –

then 
Thrive

Coping 
Strategies

EmployeesEmployees

CommunitiesCommunities

FamiliesFamilies

Stressed EconomyStressed Economy

Resilience

Health

Presence

STEPS TACTICAL ACTION PLAN
1 Write a brief description of the change (what are we changing)

2 What are the problems and/or opportunities driving the 
decision to change.  Is there a “burning platform?” (why are we 
changing)

3 What new skill sets will people have to be using for this change 
to succeed? (how are we changing)

4 What barriers to the success of this change do you anticipate? 
(what do we need to look out for)

5 What time, money, or other resources are relevant to this 
project? (what else do we need to consider)

10 Steps To Sustainable Change10 Steps To Sustainable Change

STEPS TACTICAL ACTION PLAN
6 List and prioritize the technical or operational tasks that you 

must undertake to make the change successful - metrics. (are
the systems in the organization aligned with the change)

7 Identify cultural barriers. (what are we changing FROM and 
what are we changing TO)

8 Develop a sponsor profile. (who is leading the change)

9 List the Task Forces/Stakeholders needed – who is important 
to include – allies, critics, on the fence, influencers (CRITICAL 
MASS). (who else needs to be involved & what are their roles)

10 Develop a Communication/Implementation Plan (timeframes, 
metrics, meetings, newsletter, Frequently Asked Questions 
(FAQs), hotline, emails, voice mail, media, strategy – two-way, 
timely, redundant, etc.) (how are we going to share this 
change)

10 Steps To Sustainable Change  (continued)10 Steps To Sustainable Change  (continued)
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Kurt Lewin 
(1951)

Elisabeth 
Kubler-Ross 

(1971)

William 
Bridges 
(1991)

Richard 
Beckhard & 

Reuben Harris
(1987)

Cynthia 
Scott & 
Dennis 
Jaffe 
(1990)

Unfreezing
Changing
Refreezing

Denial
Anger
Bargaining
Depression
Acceptance

Ending, Losing, 
Letting Go

The Neutral 
Zone

The New 
Beginning

Present State

Future State 
(interim desired 
state)

Transition State

Denial
Resistance
Exploration
Commitment

Change ModelsChange Models
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Change ModelsChange Models

Kurt Lewin
– Unfreezing
– Transitions
– Freezing
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Change FormulaChange Formula

D x V x F > R

D = Dissatisfaction with current situation
V = Vision of a positive possibility, more than 

the absence of pain of the present 
situation

F = First steps in the direction of the vision
R = Resistance to change

Individual Resistance to Change Overt to ExplicitIndividual Resistance to Change Overt to Explicit

• Provide rewards for accepting change
• Communicate reasons for why  change is necessary
• Include people effected by the change, in change decisions

Organizational Resistance to ChangeOrganizational Resistance to Change

We need to work at both the Micro & Macro Levels

Tactics for dealing with resistance to change:

• Impact on individuals (multiple realities)

• Where are they in change model curve

• Listen to people, educate and communicate

• Participation

• Facilitation and support

• Negotiation

• Manipulation and co-optation

Tactics for dealing with resistance to change:

• Impact on individuals (multiple realities)

• Where are they in change model curve

• Listen to people, educate and communicate

• Participation

• Facilitation and support

• Negotiation

• Manipulation and co-optation

Overcoming Resistance to ChangeOvercoming Resistance to Change

What’s Next-The Future of ChangeWhat’s Next-The Future of Change

Maslow’s Hierarchy of Needs

COE Implementation SystemCOE Implementation System
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ToolboxToolbox

Handout
Rita Witherly

www.MoZenInc.com

QuestionsQuestions

Rita Witherly, MoZen Inc. Oakland, NJ 
Rita.Witherly@MoZenInc.com,   201-337-6813 

Elena Feliz, Feliz Consulting Woodside, NY
felizelena@aol.com,   718-335-8161 


