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INTRODUCTION 

There are a number of ways to support staff and other stakeholders through change. Most of these are 

focused on ensuring their involvement and regular, clear communication to ensure that all concerns and 

questions are addressed.  

Resistance to change among staff can be a major barrier to implementing new processes. It is important to 

work collaboratively with staff to understand the reasons for resistance, and work with them to address any 

concerns or questions. Remember: Change leaders have had time to sit with the change and understand why 

it is needed; staff may not have had that opportunity yet. It is important to ensure staff have time to 

understand the change and fully buy in.  

Feeling a lack of control over the change and resentment towards change being imposed can be as big a 

factor in creating resistance as the actual effects of the change. Simply hearing an acknowledgement that it is 

difficult and frustrating to be affected by change that you don’t control can go a long way towards addressing 

resistance.  

CHANGE MANAGEMENT BEST PRACTICES AND PRINCIPLES 

1. Ensure buy-in of senior personnel/leaders: Ensure leadership/management is on the same page and 

is committed to the change. Offer communication tools to ensure consistent information is shared 

from leadership to other stakeholders. 

2. Involve those affected right from the start: The need for a change may have been identified by 

front-line staff, managers, or leaders. Whatever the case, make sure everyone affected by the 

change is involved in assessing the need, and in considering the options. People are far more likely to 

support change processes if they feel that they had a hand in shaping it.  

3. Take time to understand concerns: Change can be demanding and can also have real negative 

effects for some people involved. It is important to take time to understand concerns and ensure 

they are addressed. Building supportive relationships and having meaningful conversations about the 

change is critical to implementing sustainable change.  

4. Communicate, communicate, communicate (early and often): One of the hardest parts of change is 

making sure everyone maintains awareness of the change and feels they are included. Keep staff 

(and other stakeholders) updated and seek their feedback. If you feel like you are 

overcommunicating, it is probably just enough. Start two-way communication before the change 

happens and make sure to allow for meaningful input. 

5. Include people in the change: Those who are impacted by the change should have a voice in 

planning what the change will look like. Involvement can look different depending on the nature of 

the change, but it is important to ensure people have their voices heard in terms of what the change 

will look like. If they are not included, it can result in a lack of buy-in and investment in maintaining 

the change. Talk to people about how they want to be involved in the change and their ideal vision 

for how the change will impact their day-to-day work. 
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6. Demonstrate why this matters: Make sure people understand why the change is needed and how 

multiple parties will benefit from the change (e.g., how will citizens benefit - better service delivery, 

improved efficiency, etc.). Communicate this regularly to ensure people remain bought in to the end 

goal.  

7. Explain what’s in it for them: Explain how the change will improve the government and make things 

easier for staff to do their jobs.  

8. Quick wins: Plan an implementation that it is done in phases. This way, the completion of each phase 

can be considered a win. Quick wins are key to building energy and enthusiasm for the project and 

are important to maintaining buy-in. 

9. Work on buy-in from “challenging people”: There are often people who will push back against 

change – they can be the biggest asset when implementing change, if their concerns are heard so 

that they can buy in to the vision. Work to bring them into the change by communicating, 

understanding concerns, and working to address them (as possible). This doesn’t necessarily mean 

changing the whole project to meet their needs, but it does require sincere, meaningful effort to 

understand and address those needs. 

10. Pilot projects: Rather than adopting a new process across your entire government, start with a pilot 

project. This can allow any key issues to be identified and addressed early on. A pilot project is a 

small, focused, preliminary project intended to test out and improve a process before it is fully 

implemented. For example, you might have one or two staff members test the new process for a 

period, and work with them to address any issues that come up, before rolling out the process to 

other staff.   

11. Ensure sufficient resources: Once the decision is made to implement a process, financial and human 

resources are needed for the change to be successful. If existing resources are at capacity, you will 

need additional resources to be allocated or some of their workload will need to be paused.  

12. Provide ample training: Ensure staff have enough training to successfully do their job. This requires 

planning, communication, and time to ensure staff are able to learn. 

13. Take breaks if needed: Sometimes change just doesn’t go well. Allow for this and take time to re-

frame and re-group as needed. This should not be seen as a failure, but as an opportunity to ensure 

practices are implemented in a way that best supports those impacted by change.  

14. Allow for dips in productivity: Introducing new practices will inevitably lead to temporary dips in 

productivity as staff adjust and learn. Management must be prepared to give their staff permission 

for this temporary change in productivity.  

15. Frame the work as ongoing: Data governance and management needs to be framed as an ongoing 

process and a permanent shift in government culture, rather than a one-time project.  
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