
What happens after the change? 

Organisations are pretty focused on change these days. There are lots of models of 
change: Kotter’s 7-steps, ADKAR, Lewin’s Unfreezing, Force Field analysis and more. 
All select what they focus on, and neglect some things.

However, a topic that seems strangely absent from all of these models is what you 
do with people and teams afterwards. Often the process of change stresses existing 
levels of trust, disrupts teams and deeply affects working relationships.

Paying close attention to reforming and rebuilding after major change initiative is 
critical to the integrity and performance of the teams, and of the individuals.

But how do you do this? Let’s start with what not to do.

Do not take a team offsite for a workshop 
on trust and team-bonding and think that’s 
sufficient. Doing this is wholly inadequate and is 
a disservice to the team members.  

Don’t ignore the topic of rebuilding trust and 
think that “time is all that’s needed”.

Do not abdicate responsibility to your HR or 
Org Development team , they can help but 
expecting them to  do this for you is like asking 
your fitness instructor to do your exercises for 
you. This is the responsibility of the leader to 
own.

So what do you do?

Start with an honest appraisal of what’s been happening for you  as a team, 
and individually. How are you feeling? Are you fired up and enthusiastic, or a bit 
drained? 

Then discuss where you want to be. What kind of team would you like to be part 
of, what would you be achieving? What will it feel like when you are at your ‘best’? 
What are the strengths which reside in your team at the moment? What does your 
team really want to accomplish?

Using this simple assessment approach of your current and your desired future 
state, you can start to map the work that is needed to get you from here to there.

Making space to reconstruct your team

To rebuild a team, re-establish trust and mend relationships takes time. It also takes 
conscious effort, an understanding of how people function during times of stress, 
and investment of time and energy from the team leader. 

Today, we have numerous sources of well tested research which all point to 
the fact that psychological safety, trust and communication are critical to team 
performance1,3,4. These aspects are just as important for teams who have gone 
through change, as they are for teams who have not. 

How we function as humans  beings is the same, regardless of the organisational 
situation. All of our brains are wired similarly, and respond to stress the same way.

                            is a carefully designed 
programme that takes into account our 
unique human psychology and how we 
work at our best.

It guides your team through a series of 
well defined stages, all of which build on 
each other and establishes foundations 
of trust, psychological safety and healthy 
patterns of communication.

When staff have trust in their leaders, 
their commitment to change is greater2. 
This term ‘commitment to change’ 
refers to an internal force that binds an 

individual to a course of action deemed necessary for successful implementation of 
a change initiative. A critical force to access for any organisational change project.

In a well known Harvard Business Review article5 about change failures, John Kotter 
talks about Mistake #8 not anchoring the change in the organisational culture. 
Kotter notes that considering the change ‘done’ before it is embedded almost 
guarantees failure, but that this last step is often neglected. 

When this embedding phase is aligned with expert’s views that it can take years to 
change organisational culture, it becomes apparent that this embedding phase may 
also take years. At a team level, teams require at least a year of active support to 
help them reform after change, I recommend a further 12 months of lighter support 
to ensure the positive trajectory established is setup to continue.

WEAVING CHANGE REFORMING

““When a gifted team dedicates 
itself to unselfish trust and 
combines instinct with boldness 
and effort, it is ready to climb.”

- Patanjali
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Getting your team to high-performance post-change

If you are interested in learning more or want to apply Woven in your team, please get in touch.

Feedback & Testimonials
• After realising that my team was going through significant changes and challenges, and although each 

person had clear strengths, it was evident and concerning that the team was not benefiting and clearly 
under a lot of strain.  When I read the synopsis of The Woven Programme , it jumped out as the right way 
to go and exactly addressed the areas we (as a team) were struggling with.  
 
I couldn’t recommend this programme enough, and Fiona’s wise and pragmatic approach to dealing with 
the multitude of challenges a team can face. (Managing Director, UK).

• Fiona did strengthening teams work with my leadership team this year. This programme enabled me 
to work with my team on how we want to operate and I got the opportunity to guide and shape in my 
own way how the team applied everyday leadership. Fiona’s approach was considered and enthusiastic 
and not confronting - with positive comments on her approach from the team. The team are now more 
familiar with each other, particularly each others’ strengths and we have a plan of action based on our 
team strengths for next year. (Executive, NZ)

• We have really enjoyed working with Fiona, particularly her engaging personality, sense of humour, and 
push to get things done. It’s been fun participating in Fiona’s workshops and we have really valued her 
work to develop all our strengths as a team. (Senior Manager, NZ)

• I have been working with Fiona to support building a higher performing team and break down the silos. 
Fiona has taken my team on a strength-based journey. The journey has been interesting, energising, 
challenging for individuals and has resulted in significant positive changes across the entire team. As a 
result, the team cohesion has grown substantially and individuals work well together understanding each 
other’s strengths and abilities to support, help and advice. (Manager)

• Woven is an impressive work, and a nice addition to the field. Thank you! (Co-president, USA)

“knowing what we should be doing 
and actually doing it are two 
very different things.”

- Herminia Ibarra
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