
22  |  nonprofitworld.org  volume 41 • number 1

Your nonprofit has a steady drive to improve the world. 
But have you considered that internal change can be 
just as important? Adapting your organization to meet 
the challenges of the day is essential to maximize 

your impact. If you remain static in your processes, goals, 
and technologies, you become stagnant — and less likely to 
achieve your goals. 
So, how can you implement effective change strategies? 
While there’s no single, one-size-fits-all roadmap for 
transformation, there are several keys that work across 
organizations of all sizes and missions. Below, find five 
strategies to help your nonprofit 
become the most effective 
organization it can be. 
Decide if there’s a need for 
change. To start, conduct an “Change is impossible 

without buy-in.”

audit. Take a close look at how and why your nonprofit 
operates, what your goals are, and whether you’re meeting 
them. During this process, you may find that your 
programming is out of date. You may find your staff are 
hindered by inefficient or poor processes. You may find your 
stakeholders – the communities you serve – have changed. 
It may also be discovered that your donor base’s interests 
or preferences have shifted. These reasons – and many 
others – are all evidence that your nonprofit is in need of 
change management. 
Instill a sense of urgency. Once you’ve identified the 

need for change, it’s essential not 
to waste time. According to the 
“bible” of organizational change, 
Leading Change by John Kotter 
(kotterinc.com), the first step in 
ensuring successful organizational 
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“Change should come from 
employees, not happen to them.”

“Feedback should also 
come from outside.”

change is developing a sense of urgency. Nonprofit leaders 
must build within their community a collective sense that 
change is a top priority – and perhaps even an existential one. 
Otherwise, the complicated process of change management 
may be pushed to the back burner, where it can’t be realized.
Change is impossible without buy-in, and buy-in requires a 
cultural shift within the organization. Make sure the people 
that surround you, from senior leadership to the newest 
intern, not only understand why change is necessary, but 
are eager and enthusiastic to make it a reality. 
Gather feedback – lots of it. Once your organization is 
abuzz with a communal sense of urgency, it’s time to begin 
the work of change management in earnest. It’s time to 
determine what needs to change, why, and how – and you can 
determine much of this through feedback. Feedback about 
change should come from all levels of your organization, 
not just a small group of senior leaders at the top rung of 
the ladder. Further, feedback should also come from outside 
the organization: Solicit critical and candid feedback from 
your program participants, partner organizations, clients, 
and others in your larger orbit. Together, these varied inputs 
will paint a holistic picture of how your organization should 
evolve. 
Tackle poor processes head on. With feedback in hand, 
you’ll have a clearer picture of which processes, goals, 
and technologies are working – and which aren’t. Roll up 
your sleeves and get to work removing or reforming your 
biggest barriers: inefficient workstreams, siloed work, 
poor organizational hierarchies, and so forth. But no need 
to go about this blindly, or in a scattershot way. Change 
management implementation requires a strategic workflow 
as well as clear and actionable metrics to ensure that the 
change is actually having the desired effect. 
Check regularly to ensure your new goals, processes, and 
technologies are working as hoped. And if they’re not, don’t 
hesitate to course correct. Simply consider it a learning 
experience, and then move on to a new approach. Use the 
process of change to develop new and improved processes for 
your organization. Focus on efficiency, collective strategies, 
and inclusivity as you create and implement changes.
Create time for reflection and consensus building. 
Throughout the change management process, it’s normal 
for some team members to feel reluctant. The solution isn’t 
to charge ahead and ignore their apprehension. That will do 
more damage than good, since successful change requires 
buy-in and should come from employees, not happen to them. 
Instead, when you encounter resistance, take the time to 

slow down the implementation process, reflect, and rebuild 
consensus. These delays will be well worth it in the long 
run, as internal opposition to change will almost certainly 
doom the initiative. 
Change management is a challenging process, but it’s an 
essential one. With these strategies in hand, you and your 
team can begin the important work of updating and evolving 
your organization – and, as a result, doing even more good 
in the world. 
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Coming Up
Watch for the next article in this 

series, “Take a Stakeholder-Centric 
Approach to Research” in our 

next issue.
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