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Dr. Linda Ford has logged over 30,000 hours 
helping leaders drive change and achieve their 
goals. She has provided culture consulting, 
executive coaching, and strategic planning for 
hundreds of successful executives.  
 
	
	

Through her work, Linda seeks to support and 
develop leaders who act with integrity and 
authenticity to create stronger organizations 
and communities on behalf of all the 
stakeholders. She comes to this work with 15 
years experience working inside large 
organizations, over 20 years consulting 
experience, and a PhD in Human and Organization 
Systems. 
 
Check out Linda’s blog for more great leadership 
insights. 

 
You’ll find many of her lessons 
learned in The Fourth Factor: 
Managing Corporate Culture - a 
practical, accessible book for 
managers who are serious about 
leading culture. 
	
	

About Dr. Ford 
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A Formula For Change 
Leading change is hard. It seems that the future state 
never arrives as quickly as planned. And the road 
between here and there is riddled with potholes. 

As a leader, how can you create a smoother, faster path 
for your change initiatives? 

Here’s the thing. You can’t directly increase the pace of 
change. But you can take actions to help it along if you 
understand the drivers.  

Here’s a formula that will help.  

 

𝐶=(𝐷∗𝑉)+ FS
R

 
C – The rate of change 
D – Dissatisfaction with the status quo 
V – Vision of the future state 
R – Resistance to change 
FS – First steps to create the change 

This formula is useful 
in assessing large 
organization-wide 

initiatives and small 
departmental changes, 
as well as individual, 

personal change.  
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Before we break this down this item-by-item to see where the 
leverage points are, I want to say a little about the math.  

 

Why do we multiply D (Dissatisfaction) by V (Vision)?  
These are the heavy hitters – they make the biggest difference. 
And if either is essentially absent (zero), you’re in real trouble. 
Multiplying them makes that reality mathematically clear – zero 
times anything is zero.  

 

Why do we divide by R (Resistance) instead of subtracting 
it?  

It’s also a heavy hitter. If there is a ton of resistance, you’re going 
to need a ton of Dissatisfaction and/or Vision to overcome it.  

 

And what about FS (First Steps)? 
FS (First Steps) are important but in a more linear way, so we just 
add this. 



6 

Using the Formula 
 

Now that you understand the basic dynamics of change, you’re 
better equipped to lead change more effectively.  

To help you with that, the next two sections give you practical tools 
to assess where you are with your change effort and create 
leverage where you need to. 

Let’s start by assessing your current status using the change 
dynamics formula. 

 

 

 C= (D * V) + FS
𝑅
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Why Assess? 
At this point, some of you may be thinking, “I get it. Let’s get right 
to what I need to do to fix it.”  

Yep, you could do that. And, a little time spent getting more insight 
into what’s working for you and what’s not will probably pay off. 
Taking time to assess will help you focus your actions on what’s 
most important for your organization right now. 

In addition, you can use the assessment questions to engage in a 
dialogue with your team. This will give you additional insights and it 
will create more buy in with your team. 

 

A note about this assessment. 
In the assessment questions that follow, you’ll notice lots of 
“emotion words” like believe and feel. If you aren’t used to 
including the emotional tone of the organization as “data,” this may 
be new for you. But getting change to happen requires some 
emotional alignment so you need to include feelings in your 
assessment and planning. 
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Assessment 
Instructions 

In this assessment, you will be asked to rate a specific change 
situation on several scales. 

 

What is the initiative or change you will be assessing? 

 

 

 

 

 

 

On the following pages, rate your situation as high, medium or low 
on each item.  

Next, look at the group of items in each section and rate the 
section as high, medium or low overall. 

 

Let’s get started! 
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Assessing 
Dissatisfaction 

1.  Is there a compelling problem that threatens your 
organization’s success? 
 

2.  Do most people in the organization believe that 
the potential impact of this problem is significant? 
 

3.  Can you cite objective data that demonstrates the 
seriousness of the problem? 
 

4.  Is there a shared feeling that the problem must be 
solved “or else?” 
 

5.  Is the problem part of the day to day conversations 
in the organization? 

H		M		L	

H		M		L	

H		M		L	

H		M		L	

H		M		L	

Based on these ratings, what do you believe the overall level of 

Dissatisfaction is? 

 
   Notes: 
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Assessing Vision 

1.  Do you have a clear picture of the improved 
conditions “on the other side” of the change? 
 

2.  Do staff members feel excited about the vision? 
 

3.  Does your description of your vision evoke 
images, sounds, smells etc. in people’s minds 
when they hear it? 
 

4.  Do people in the organization understand the 
vision? 
 

5.  Are others committed to realizing the vision? 

H		M		L	

H		M		L	

H		M		L	

H		M		L	

H		M		L	

Based on these ratings, what do you believe the overall level of 

Vision is? 
 
Notes: 
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Assessing Resistance 
1.  Do staff feel that this change will be really hard? 

 
2.  Do people talk about how “It’s not really that bad. 

We don’t need to change.”? 
 

3.  Is there an opposing vision? 
 

4.  Do people grumble that they don’t know what’s 
expected of them? 
 

5.  Are there complaints that “We have too much on 
our plates to do this?” 

H		M		L	

H		M		L	

H		M		L	

H		M		L	

H		M		L	

Based on these ratings, what do you believe the overall level of 

Resistance is?  

 
Notes: 
 
 
 
 
 
 

(Note that for RESISTANCE, High indicates a greater 
vulnerability to change stalling out.) 
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Assessing Your 
Situation 

1.  Have the initial projects of the change program 
been broken down into manageable, 
understandable chunks? 
 

2.  Are the specific first actions you expect from staff 
members clear and explicit? 
 

3.  Are those actions doable with current resources? 
 

4.  Do staff members believe that these actions are 
important to the vision? 
 

5.  Has accountability for these actions been baked 
into existing management processes such as staff 
meeting agendas? 

H		M		L	

H		M		L	

H		M		L	

H		M		L	

H		M		L	

Based on these ratings, what do you believe the overall level of 

First Steps is? 
 
Notes: 
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Assessment Summary  
Strengths 

What’s your strongest area? 
!  Dissatisfaction 
!  Vision 
!  Resistance 
!  First steps 

  

Notes: 
 
 
 
 
 
 

If your Dissatisfaction and Vision scores are mostly High and Medium 
(and Resistance score is Low), that’s great! Your change will likely 
gain momentum.  
 
Whatever your strong suit is, you can leverage it to help your change 
gain momentum. When you create your action plan (page 18), 
include attention to leverage your strengths. 
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Assessment Summary  
Challenges 

If you gave yourself a Low overall in Dissatisfaction or Vision, 
that’s a big barrier to your success with the change. Focus 
there first. Similarly, if you rated Resistance as High overall 
you’ll want to address that. 
  
The next 4 pages will give you specific actions you can take to 
address these challenges. 
 

Notes: 
 
 
 
 
 
 

What’s your greatest vulnerability? 
!  Dissatisfaction 
!  Vision 
!  Resistance 
!  First steps 
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Leveraging Your 
Assessment 

Dissatisfaction – Increase visibility and urgency 
 
1.  Get the facts; make it objective. It’s harder for most people 

to dismiss or deny solid data. 
 

2.  Make the impact of the problem highly visible. When you 
see challenges with the status quo pop up, point that out 
to others. Don’t let the problems hide! 
 

3.  Root out denial. Spend one-on-one time with the doubters. 
They have valuable information. You want to hear their 
perspectives and validate what you can so they feel that 
their point of view is included. 

What will you do to increase the visibility and urgency of your 
change initiative? 
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Leveraging Your 
Assessment 

Vision – Make it clear and emotionally compelling. 
 
1.  Create a compelling story around the vision. We 

remember and relate to stories better than plain facts 
 

2.  Talk about the vision every chance you get. Get personal 
about it. Let your emotions show when you tell the story. 
 

3.  Use highly evocative language – language that generates 
sights and sounds in people’s minds when they hear it.  

What will you do to make your vision clearer and more 
emotionally compelling? 
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Leveraging Your 
Assessment 

Resistance – Get curious. Be transparent.. 
 
1.  Get curious. When you see resistance, ask genuine, open 

ended questions. Thank people for sharing their 
perspective. After you have understood and validated their 
concerns, you can try to persuade them. 
 

2.  Own the down side. Be transparent about the risks and be 
clear that the risks of change are less than the risks of not 
changing. 
 

3.  Look realistically at resources. If you’re asking for the 
impossible, be sure you resource it. Consider shifting time 
and money away from maintaining the old into creating the 
new. 

What will you do to be more curious and transparent with 
resistance to your change initiative? 
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Leveraging Your 
Assessment 

First Steps – Keep it practical and specific 
 
1.  Create a clear logic chain all the way from big vision down 

to day-to-day actions. Don’t assume that people can figure 
the connections out. 
 

2.  Hold your team accountable for their actions and the 
actions of their teams. Ask members of your leadership 
team how they are holding their teams accountable. 
 

3.  Have random hallway conversations with team members. 
Ask them how what they are doing today supports the 
vision. Let them know that it matters to you for everyone to 
feel connected to the vision. 

What will you do to increase the practicality and specificity of the 
actions required to drive your change initiative? 
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What Now?  
Your Action Plan 

1.  Identify one easy and immediate step you can take to gain 
more momentum quickly. 

2.  Identify one step you can take to leverage a strength you 
found in your assessment. 

 

3.  Identify one step you can take to shore up the most 
significant challenge you found in your assessment. 

4.  How will you involve your team in the process of 
understanding and managing the dynamics of change? 
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Conclusion 

You now have the tools to put some momentum behind your 
change efforts. That doesn’t mean it will be easy! But it doesn’t 
mean that you’re better equipped to manage it effectively. 
 
 To sustain your momentum,  

•  Discuss this with your team.  
•  Look at the worksheets weekly. 
•  Continue to re-assess and plan next steps as things 

unfold.  
 
Wishing you great success! 
 

To learn more about leading change, 
 check out my group coaching program – 

www.LindaFordPhD.com/leading-change.  




