
Unleashing the power of people to drive business transformation
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CHANGE, IT’S THE NEW 
‘BUSINESS AS USUAL’ FOR 
ORGANISATIONS LOOKING TO 
RETAIN A COMPETITIVE EDGE. 
So, it’s no surprise then that businesses are 
spending more than ever on large-scale digital 
transformations in a bid to increase productivity, 
drive performance and future-proof themselves.

In fact, investment in digital technology is 
expected to reach an ‘eye-watering’ $2 trillion by 
20221, on everything from introducing platforms 
like O365, Workday and Google Cloud through 
to post-M&A consolidation, updating legacy 
systems and optimising the customer experience. 

But despite this massive investment in change, 
70% of change efforts fail.2 Why? Because 
organisations are underinvesting in one of the key 
factors that enable this change to succeed  
– their people. For any business transformation to 
succeed, it needs to put people at its heart with a 
holistic, human-centric approach.3 

In many cases, this involves a complete shift in 
mindset. It’s more than organisational structures, 
reporting lines, roles and responsibilities – it’s 
culture, purpose and meaning.

70% OF 
ORGANISATIONAL 
CHANGE  
EFFORTS FAIL* 
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1  https://www.mckinsey.com/featured-insights/leadership/
changing- change-management

2  https://www.ey.com/en_us/digital/three-trends-driving-
digital-transformation-in-2019

3  https://www.bcg.com/d/press/13november2018-
business-transformation-tend-to-fail-human-centric-
approach-207487





We can’t afford to view employees as one big group of people with 
the same motivations and goals. 

To truly drive transformation, there needs to be a greater depth of 
understanding. What makes your employees tick? What do they 
want from their career? How do they want to work? And what,  
if anything, will ensure that they feel empowered and engaged?
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THE 
WORKFORCE 
HAS CHANGED.

To get these answers, we 
spoke to over 3,000 employees 
across the UK, from businesses 
large and small, spanning a 
range of different industries 
and ages. This report includes 
our findings, insights and 
tips on how organisations 
can adapt their approach to 
business transformation in 
order to drive returns on both 
engagement and investment. 

7



PART ONE

WHAT MAKES YOUR PEOPLE

THE HAPPINESS FACTOR



IS WORK ENJOYED  
OR ENDURED?

Happy employees are productive employees, right? 
Sounds obvious, but as organisations focus on 
transforming their businesses, ensuring that their 
employees are happy, performing and productive 
needs to remain a priority as things advance. 

Gallup found that employees who are engaged  
are more likely to improve customer relationships, 
and help drive a 20% increase in sales.4
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4  https://www.forbes.com/sites/shephyken/2017/05/27/how-happy-
employees-make-happy-customers/#793073365c35



HAPPINESS = LOYALTY 
Percentage of employees who  

are very satisfied at work

19%

AGED
18-24

THE 
AVERAGE

14%

Despite the recent, and perhaps ongoing, 
political and social uncertainty, our research 
showed that people are generally happy at 
work. On average, people scored 7 out 
of 10 or above on their happiness in the 
workplace, with 19% of 18-24-year-olds 
‘very satisfied’ versus a 14% average. 



That being said, employee churn 
may well be an issue for many 
organisations in 2020. Almost a  
third of the workforce (29%) is 
certain or very likely to look for a 
new job in 2020 and, despite being 
happiest, 38% of those 18-24-year-
olds are keen to start afresh 
elsewhere, with just over a third 
(34%) of 25-34-year-olds  
swapping employers, too. 

Whilst HR teams might 
be pulling their hair out 
at the prospect of having 
to replace those on their 
way out, with strong 
employer brands, EVPs 
and consistent employee 
journeys will snap up the 
best of the talent pool. 

AGED
18-24

AGED
25-34

38%

THE 
ATTRITION 
DECISION. 

34%

Percentage of employees likely 
to change employer in 2020

PART ONE WHAT MAKES YOUR PEOPLE TICK?
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APPEAL
SECTORS WITH THE HIGHEST  
POTENTIAL EMPLOYEE CHURN:

36%
Financial  
Services

34%
Professional  

Services

34%
Marketing & 

Communications

Employees are increasingly demanding flexibility 
in where, when and how they work, but does this 
make them happier? And what do employers get 
in return? 

Our study found that almost a quarter (23%) of people who 
mainly work from home rated their satisfaction as 10/10, 
compared to just 12% of people who are mainly office-based. 

Part-timers and those working flexible hours are less likely to 
want to leave their current employer, with only 26% thinking 
about moving on, compared to 31% of full-timers. Generally, 
people are more loyal in return for greater flexibility which 
allows them to achieve a better work/life balance, so perhaps 
flexible working has a key role to play in retaining talent. 

FLEXAPPEAL
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TIME TO 
ARCHIVE  
THE 9-5?
The nine-to-five working day is outdated; 
traditional working patterns won’t attract or retain 
top talent. With flexible working options reducing 
workplace stress, boosting mental wellbeing and 
encouraging productivity, businesses must change 
or risk being left behind.

FLEXIBLE WORKING IS  
ALSO A MUST, REGARDLESS 
OF HOW PEOPLE WORK:

57%
Mostly remotely  
v mostly office

65%
Work my own hours 

v office hours 

52%
Work mostly  

independently v 
mostly in a team
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But it’s not just flexible working that people 
are looking for. Being your own boss is an 
attractive option for many.

BOSS
BE YOUR OWN



33%

Of this 47%, 33% are very likely or certain to leave their 
current position in the next year, versus 25% whose ideal  
job is to work within a company.

Businesses have more to fear than rival firms poaching their talent –  
they’re competing with their employees’ entrepreneurial aspirations. 

Being self-employed is a dream for many. With nearly half of our respondents (47%) 
stating that their ideal job is to be their own boss, compared to 53% who want to  
work for a company, organisations need think about creating cultures, environments  
and spaces internally to help their employees foster their entrepreneurial ambitions 
within the business, or risk losing them altogether. 
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47% SAY THEIR  
IDEAL JOB IS TO WORK 
FOR THEMSELVES. 

Very likely or 
certain to leave 
their job within  
the next 12 months

All the people who 
want to work for 
themselves.



MATTERS
MOTIVATION

What do people really want from  
their employers?

A competitive salary and good benefits almost 
always factor into an employee’s decision to join, 
and to stay. 63% of our respondents claim that 
higher pay is very important or vital to them, 
leaping to 72% for those based in London. But 
many other things are more important than salary.

To enjoy their jobs, employees 
must believe that their 
employers respect them and 
will provide everything they 
need to be successful.
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Nearly six in ten employees (59%) say career 
progression is very important or vital, increasing 
to 65% of people in the first years of their 
jobs. Similarly, 64% of people whose ideal job 
is to work for a big company think that career 
progression is crucial, suggesting a perception 
that more opportunities exist in larger 
businesses. Just 54% of people who’d like to 
work for a small company agree that career 
progression is vital. 

59%
of employees say that 

career progression is very  
important or vital.

64%
of people whose ideal job is  

to work for a big company think  
career progression is crucial.

65%
of employees say career  

progression is very important or vital 
in the first years of their jobs.

54%
of people who’d like to work  

for a small company agree that 
career progression is vital.

WHAT 
PEOPLE 
WANT.

17



SOCIALLY 
RESPONSIBLE
Corporate social responsibility and ethics are 
vitally important to employees aged 18-24. The 
younger generation tend to be more philanthropic 
than their older colleagues. For businesses looking 
to successfully attract and retain young adults, 
strong ethics, good values and a commitment to 
corporate social responsibility goes a long way. 

Management experts say that when colleagues 
work together to accomplish a shared ethical goal, 
it can have a positive effect on company culture as 
well as benefit the bottom line.

When career pathways are clear and have tangible goals, employees 
feel engaged and motivated. Without obvious advancement 
opportunities, people feel unmotivated and uncertain. 

In competitive sectors, climbing the ladder is a powerful motivator. 
Over two thirds (67%) of workers in the financial services industry 
and 68% in the technology field say that career progression is very 
important or vital. 

Work/life balance is another motivator. Over three quarters (79%) of 
18-24-year-olds claim that this is vital when choosing an employer, 
while 28% say that access to flexible working is vital.

CAREERS
CLEAR

68%
of those in the technology 

field say career progression 
is very important or vital

67%
of those in the financial  

services say career progression  
is very important or vital



Our research found men are more status-conscious than 
women, with nearly four in ten (39%) claiming that it is 
very important or vital to them that their employer is a 
recognised name, compared to 35% of women. Workers 
in London are particularly motivated by this, with 44% 
claiming that it is very important or vital to them. 
Part-time workers are not as concerned (just 30%), 
suggesting that they rate flexibility above prestige.

Technology investments are a motivator for some. 
53% of male and 36% of female employees say 
technology spend is vital. Nearly half (49%) of workers 
in medium-sized businesses (51-200 employees) state 
that investment in technology is very important or vital, 
while only 40% of those in small businesses (50 or 
fewer employees) agree.

Put simply, people want different things. Organisations 
who segment their employee base to develop a deeper 
understanding of them are setting themselves up to 
create the best employee experience.

PART ONE WHAT MAKES YOUR PEOPLE TICK?

53%
of male employees say technology  

spend is vital. 

49%
of employees in medium-sized  

businesses state that investment in  
technology is very important or vital.

36%
of female employees say technology  

spend is vital. 

40%
of employees in small businesses  

state that investment in technology 
is very important or vital.
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WHAT’S IN 
A NAME?



When it comes to whether people prefer 
working for large or small businesses, 
there are some gender differences.

REALLY MATTER?
DOES SIZE



PART ONE WHAT MAKES YOUR PEOPLE TICK?

21

Most people would 
rather work for a 
local company than 
commute, with 62% 
preferring to be based 
near home.

Males generally prefer working for big businesses (54%) whereas 
females say they prefer smaller companies (58%). While many 
benefit from a structured career path and the prestige of working for 
a well-known brand, larger businesses often come with hierarchy and 
multiple stakeholders. It can be difficult to shift organisational views 
and key responsibilities are likely to be defined, so employees might 
not get to take on projects or assignments outside their remit.

Those working in a smaller business may benefit from a more varied 
role, the camaraderie of a close-knit team, extra responsibilities, faster 
decision-making and greater recognition for their achievements.

58%
OF WOMEN PREFER 
WORKING IN A 
SMALL BUSINESS

54%
OF MEN PREFER 
WORKING IN A 
BIG BUSINESS



Thrusting change upon people without any understanding of how 
they want to work and what really motivates them could be setting 
your business up for failure. 

PART ONE

THE

TAKEAWAYS
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A one-size-fits-all approach to 
communicating change won’t work.

Segment your 
internal audiences 
to understand their 
needs and wants

Listen and involve 
your people with the 
change process

Personalise comms 
and give regular 
updates on progress

Demonstrate and 
champion the 
learning and career 
development 
opportunities  
on offer

Foster innovation 
hubs and offer ways 
for individuals to flex 
their entrepreneurial 
muscles



WHAT’S A LEADER’S

PART TWO



Overall, the vision set out by leaders is viewed 
as being strong. 72% agree that their business 
has a visible leader and 80% say they know what 
their company wants to achieve and think it has a 
well-defined purpose. With many studies classing 
leadership as one of the most important factors in 
transformation, this is encouraging for businesses 
planning sweeping changes.

IT’S TIME TO PUT  
YOUR LEADERS UNDER 
THE MICROSCOPE. 

PART TWO WHAT’S A LEADER’S PURPOSE?
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The framework for successful 
transformation is there, but the numbers 
fall for remote workers. Although 82%  
of office-based employees agree that 
their company has a well-defined 
strategy, this drops to 76% for those 
working from home and 72% for  
people on the factory floor. 

8 in 10
respondents reported  

that their company has  
a well-defined purpose

OUT OF MIND?
OUT OF SIGHT,

To stop remote colleagues 
feeling alienated or left 
out, managers are vital in 
helping get messages to 
their teams.



THE RECIPE  
FOR SUCCESS 
A coherent strategy is an essential element 
of any digital transformation, so business 
heads will need a strong vision to see the 
change process through. 

But leaders cannot push through 
transformation on their own – they’ll need 
to work with everyone to implement the 
changes. This boils down to communication: 
segment audiences and communicate with 
them via different channels.
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But it’s not all positive. There’s 
clear room for improvement in 
line management. 

One in five (19%) employees are unhappy with 
their line manager, while one in six (15%) don’t 
feel any support from their line manager. 

Just 63% of part-time workers feel their line 
manager cares about their wellbeing, compared 
to 71% of mainly office-based workers. And 
only six in ten part-timers (61%) say they can 
be open and honest with their line manager, 
compared to the 69% average.

It’s no surprise then that Gallup estimates 
that managers account for at least 70% of 
divergence in engagement scores.5

19%
ARE UNHAPPY 
WITH THEIR  
LINE MANAGER

15%
DON’T FEEL 
SUPPORTED 
BY THEIR LINE 
MANAGER

5 https://www.gallup.com/workplace/231593/why-great-managers-rare.aspx
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A good strategy and a strong leader at the helm are vital. But it 
still takes more. Leaders need to communicate clearly with line 
managers, who’ll ultimately be driving through the changes required 
with their people, whether they’re part-time or full-time, established 
or on the first rungs of the ladder. 

PART TWO

THE

TAKEAWAYS
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Lead from the front 
with the change 
roadmap, charting 
progress

Use a channel 
audit and strategy 
to ensure remote 
employees feel 
included

Ensure that senior 
leaders are visible 
during change

Think about the 
language you’re using. 
Is it clear, relevant 
and jargon-free?

Give line managers 
the comms training 
and confidence to 
deliver messages to 
teams effectively

With line managers often elevated to their  
positions because they’re ‘good at the day job’, many 
organisations fail to teach them the comms skills 
needed to relay messages to their teams effectively.  
Fix this and it’ll pay you back in spades.
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This is where the importance of having an engaged and 
empowered workforce comes in.

Transformations require cultural and behavioural changes 
such as calculated risk-taking and increased collaboration. 
Employees therefore need to feel empowered to have a voice, 
suggest ideas and make these changes. 

This sounds straightforward on paper, but how empowered do 
employees really feel?

RETAINING KEY TALENT IS 
PIVOTAL WHILE UNDERGOING 
ANY TRANSFORMATION. 

PART THREE HOW EMPOWERED ARE YOUR PEOPLE?
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Many feel that they are not being listened to. Only 57% of 
females feel their point of view is valued by their company, 
compared to 62% of men.

Business leaders have work to do to make their older and more 
experienced employees and part-time workers feel valued. Just 
52% of workers aged 55+ think their opinions are appreciated 
and only 55% of part-time people agree. 

Only 53% of employees in large businesses think their 
viewpoint is valued, compared to 65% of those working 
in smaller firms comprising under 50 people. 

Women feel less heard in the workplace, 
with 15% disagreeing with the statement: 
‘I am encouraged to contribute my views’, 
compared to 10% of men.

Those in smaller companies (with up 
to 500 employees) feel slightly more 
empowered to contribute views compared 
to those in bigger businesses.

WITH LISTENING
IT STARTS



TAKING A STAND
Employee empowerment is associated with stronger job 
performance, job satisfaction, and commitment to the organisation. 
But many employees just don’t feel that they can speak up. 

It is often female workers who feel unable to take a stand. A fifth 
(20%) of women disagreed with the statement: ‘I won’t be judged 
for airing my views’, compared with 15% of men.

EMPOWERMENT = 
PERMISSION
But it’s more than just listening. To create true 
empowerment amongst your people you need to give 
them permission. Permission to speak up, permission 
to put ideas forward and, yes, permission to fail. 
Rewarding, recognising and championing those who 
show empowered behaviour helps demonstrate the 
type of culture, leader and organisation you are. 

PART THREE HOW EMPOWERED ARE YOUR PEOPLE?
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13%
of people at smaller firms 

of 2-50 employees disagree 
with this sentiment

59%
of 35-44-year-olds say 

bosses won’t judge them  
for taking a stand

22%
of employees at businesses 

with 500+ staff disagree 
that they won’t be unfairly 

judged if they express  
their views

64%
of 18-24-year olds say 

bosses won’t judge them  
for taking a stand

Other notable 
differences included:



PART THREE

Business leaders must make sure their whole 
workforce feels like their voice can be heard,  
and they have the permission to put ideas forward.

THE

TAKEAWAYS
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Use regular ‘pulse 
checks’ to gather 
ideas from insights 
from your workforce

Can you create a 
dedicated ‘hub’ 
where ideas can be 
put forward?

Have patience, 
be brave and 
give people the 
opportunity to be 
empowered

Share ideas and 
celebrate those who 
show empowered 
behaviour

Use managers 
to promote 
empowerment

Every employee has a valuable 
contribution, and if they are stifled, it could 
make or break your transformation efforts. 
How many ideas are you missing out on?



WHAT ROLE DOES 

PLAY?

PART FOUR



Aon Hewitt defines culture as 
an organisation’s ‘operating 
environment’; in other words, 
how work gets done. This 
operating environment is made 
up of three parts:  
1. Beliefs, or what’s important 
to business; 2. Behaviours, 
or how people behave and 
interact; and 3. Decisions,  
or how choices are made.6

Start by building a culture 
which is open to this 
significant and unprecedented 
change. Ask, what is the 
picture like on the ground? 
What type of culture do 
employees want to work 
in and is this conducive to 
successful transformation?

It’s more than a process and 
managing people, engaging 
brains, empowering 
employees and agile 
working. Fundamentally, 
it’s about culture. 

TRANSFORMATION DOESN’T 
COME WRAPPED UP IN A BOX OR 
DOWNLOADED FROM THE CLOUD.

PART FOUR WHAT ROLE DOES CULTURE PLAY?
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6  https://www.aon.com/unitedkingdom/trp/building-a-strong-corporate-culture.jsp



People want to work for businesses with strong values. 
While 68% of people think their company has a strong set of 
values, only 61% believe their company always acts on them.

VALUES
THE VALUE IN



THE LARGER THE 
BUSINESS, THE BIGGER 
THE CHALLENGE. ONLY 
56% OF EMPLOYEES 
FROM BUSINESSES WITH 
500+ STAFF THINK THE 
COMPANY ALWAYS ACTS 
ON ITS VALUES.
Overall, only 59% of people agree that their 
company reacts consistently, dropping to 
52% for larger businesses.

Getting everyone’s buy-in seems to be particularly 
challenging. Only 52% of people think that everyone  
buys in to their company’s culture, dropping to:

This raises a red flag. 
Failure to engage your 
employees and get majority 
buy-in, either before or 
after a change process, can 
drastically reduce its benefits.

50%
of workers aged 45+

47%
of part-time employees

49%
of females

48%
of workers aged 55+

46%
of employees of large  

businesses (500+ employees)



Build a culture and communication structure which is ready, willing and 
able to adapt to change. What are your cultural beliefs, behaviours and 
decisions that align to supporting business transformation?

PART FOUR

THE

TAKEAWAYS
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Think about the 
‘people element’ of 
digital transformation, 
transforming the business 
and its culture, so everyone 
lives and breathes it

Involve employees with your 
vision and get them to  
co-create your values

Build an inclusive culture  
that doesn’t get lost as the 
company grows

Recognise people’s 
individual differences and 
determine which leadership 
types resonate with each 
type of employee

When creating a common purpose for 
employees to buy into and get behind,  
leaders must:



IMPORTANT 

PART FIVE



Although the changes brought by digital 
transformation are positive, workforces 
can be left struggling to get on board and 
feel part of the process. We wondered 
which extra incentives made a difference 
to employees’ lives. 

CREATING PROCESSES, IMPLEMENTING 
DIGITAL TOOLS AND IDENTIFYING 
WORKFLOWS IS THE STRAIGHTFORWARD 
PART. BUT CHANGING BEHAVIOUR IS HARD.

PART FIVE IMPORTANT INCENTIVES
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A BIT OF

Motivation and success come more easily when 
people feel rewarded and recognised for their work. 
62% of people feel that they receive recognition 
for the work that they do, rising to 66% for those 
working in small to medium-sized business.

R&R



IT’S HARD WORK
Only 53% of respondents agree that 
hard work is rewarded. Almost a quarter 
(24%) of employees disagree, rising to 
28% of females versus 20% of males. 
And 45% of people in companies with 
500+ employees agree, suggesting that 
it’s harder to give people the recognition 
they deserve in larger organisations.

As transformation is rolled out, the 
extra pressures and responsibilities 
soon mount up. If staff feel their  
efforts go unnoticed, they may not  
go the extra mile. 

Looking at rewards and remuneration, 
62% agree they receive fair pay for 
the work they do. There are gender 
discrepancies, though: 24% of women 
disagree with this statement, compared 
to 18% of men.

Over half of employees (58%) say 
they are happy with their overall 
benefits package, but there is room for 
improvement. Just 54% of women agree 
versus 63% of men, indicating a gender 
pay gap issue. And only 53% of part-
time workers agree, suggesting they 
too feel undervalued.

Nearly seven in ten (68%) of people 
who mainly work from home agree they 
are happy with their benefits package, 
suggesting that they value flexibility 
over everything else, including salary.

53%
of respondents agree that  

hard work is rewarded

68%
of people who mainly work  

from home agree they are happy  
with their benefits package

62%
agree they receive fair pay  

for the work they do

45
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Any digital transformation 
represents a significant investment 
in technology, including hardware, 
software and the processes 
in between.

It’s also important to remember 
to invest in the tools that enable 
employees to work more efficiently. 
Empowering employees to work 
in new ways, digitising tools and 
processes, can support success.

EFFICIENCY
INVESTING IN

However, investment 
in technology to help 
employees implement 
change and do their 
jobs better and more quickly 
is not always happening.

57%
agree that investment in 

technology can help them 
work more flexibly

68%
of workers in medium-sized 

firms (51-200 people) agree that 
investment in technology helps  
them to work more efficiently

69%
of home workers 

agree that investment in 
technology can help them 

work more flexibly



TRUST 
With many advances in how we work being made, 
there are still 16% of those surveyed who don’t feel 
trusted by their employers to work remotely. 

Most employees (63%) claim that they would rather 
conduct meetings in person than use Skype or other 
conference call methods. This suggests that people 
should be trusted to use technology appropriately 
and won’t use it as a way of shirking responsibility.

47

57%
agree that investment in 

technology can help them 
work more flexibly

68%
of workers in medium-sized 

firms (51-200 people) agree that 
investment in technology helps  
them to work more efficiently

60%
in companies with 0-50 

staff agree that investment  
in technology helps them to  

work more efficiently

PART FIVE IMPORTANT INCENTIVES

69%
of home workers 

agree that investment in 
technology can help them 

work more flexibly

19%
say their company doesn’t 

invest in technology



PART FIVE

Employees are human beings and want to feel 
recognised and rewarded for the work they do. But 
people can feel threatened by the sweeping changes 
being made, so employers must rethink their reward 
structures accordingly.

THE

TAKEAWAYS
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Celebrate those who 
demonstrate the 
behaviours you want 
to replicate

Introduce new ways 
for employees 
to recognise the 
contributions made 
by their colleagues

Trust your employees 
to work in ways that 
suit them best

Make it easy for 
everyone to get 
involved

Remember, it’s not 
always about financial 
recognition

Intangible incentives are great levers to 
drive employee motivation, productivity, and 
ultimately reach your transformation goals.



HOW DOES

AFFECT YOUR PEOPLE?

PART SIX



Once transformative change gets into full swing, it’s not unusual 
for some employees to question their roles in the business. They 
may even ask themselves whether they want to stick around and 
remain in the company at all. 

By its very nature, digital transformation means that things 
change fast. Technologies, systems and processes, and employee 
expectations, can all make for a difficult adjustment. 

Understanding why employees feel the way they do is crucial – 
not just to keep great people, but as a gauge to understand if the 
business is transforming in the right way.

MEASURING THE 
IMPACT OF CHANGE.

PART SIX HOW DOES CHANGE AFFECT YOUR PEOPLE?
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WHAT ARE THE  
DEAL-BREAKERS 
THAT MAKE YOUR 
EMPLOYEES WANT  
TO LEAVE?
A fear of constant change isn’t even in the 
top 10 reasons why people would leave a 
job (39%).

What our research demonstrates is that people don’t fear 
change or unpredictability if they are in the right work 
environment, have good relationships with colleagues 
and feel trusted and supported to do their job.
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Unpleasant work environment 

Not trusted to do my job  

Unsupportive line manager   

Poor leadership of company   

Overlooked for pay rise/bonus  

Company has uncertain future  

Uninspiring work    

Career not developing  

Overlooked for promotion  

Work is no longer challenging 

Constant change   

Lack of investment in technology 

70%

67%

57%

55%

54%

53%

50%

49%

48%

41%

39%

31%

53

WHAT WOULD MAKE 
YOU LEAVE A JOB?



PART SIX

Nothing stands still and the world of work is constantly 
evolving. Communication has an intrinsic role to play 
throughout the transformation process. This is the time 
to deliver clear and consistent communications from 
visible leaders and well-equipped managers.

THE

TAKEAWAYS
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Keep checking in with 
teams to determine how 
they’re feeling

Use these insights to 
develop actions that help 
you on your transformation 
journey

Take managers through 
the change curve and prep 
them with answers

Role-model the change 
and visualise the change 
roadmap for employees

This knowledge will help employees  
weather the challenges and feel they  
aren’t doing it alone.



AN EMPLOYEE-FIRST

SUMMARY



Digital transformation is no longer a buzzword 
or a ‘nice-to-do’. It is a crucial process that 
businesses need to grasp with both hands 
if they are to stay viable and relevant as the 
world of work changes beyond all recognition.

New emerging technologies bring potentially 
endless opportunities for organisations to 
innovate and outperform their competitors – 
but only if they can effectively overcome any 
barriers they face.

Too many businesses forget that it is people 
who are pivotal to digital transformation 
and rather than being an obstacle to change 
they can be the drivers of change if they feel 
engaged, empowered and trusted to do so.

 It is all about having a new mindset.

Business leaders need to communicate clearly 
the reasons for the changes and make sure 
that everyone is on the same page. They need 
to explain how the transformation will benefit 
the business, why it’s critical for the future 
and detail how it will impact employees.

Your people need to understand that their 
contribution is vital to success and to know 
that they may need to change how they work 
in order to be as effective as possible.

Take the time to be transparent with your 
employees at every level and develop 
personalised communications to demonstrate 
how the changes will be better for the 
business as well their own work lives  
and careers.

Your employees are your agents of change 
and they are the best brand ambassadors 
you can have. Effective communication is the 
cornerstone of successful transformation.

The importance of making sure they 
are personally invested in the digital 
transformation journey you are undertaking 
cannot be underestimated.

WINNING HEARTS AND MINDS WITH  
EFFECTIVE COMMUNICATION IS THE KEY  
TO UNLOCKING  SUCCESSFUL CHANGE.

SUMMARY AN EMPLOYEE-FIRST MINDSET

IT’S ALL ABOUT 
THINKING 
‘EMPLOYEE-FIRST’.
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8 TIPS FOR BUSINESS 
TRANSFORMATION SUCCESS

Use insight and analysis 
to audit, segment and 
understand your audience. 

Train and coach leaders 
and line managers,  
to be communicators.

Give opportunities for 
teams to express ideas.

Co-create your values 
with your employees, 
aligned to your vision.



8 TIPS FOR BUSINESS TRANSFORMATION SUCCESS
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Reward and recognise 
those whose behaviours 
align to your values.

Show the change roadmap  
and celebrate milestones.

Use ‘change champions’ 
to drum up support and 
appetite for change.

Use a measurement 
framework to track  
your progress.



UNLEASH THE

OF YOUR PEOPLE
If you’re looking for advice, guidance or support to  
unleash the power of your people through change,  
we’d love to help.

Email: hello@synergycreative.co.uk
Phone: 0117 962 1534
Visit: synergycreative.co.uk


