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Introduction

As a consultant facilitating an organizational transformation, the consultant must have the
ability to come into an organization and assist the leaders in order to execute a paradigm shift of
how they see the organization and forecast change. The consultant should say, “I’'m
fundamentally going to help the leaders rethink how they view and operate their organization.”
The purpose is not to bring a specialist, such as a MBA consultant who will only look at a
specific area. Transformational consultants have a broad view and depth of experience to
objectively look at all areas of the organization.

Definition

Organizational Transformation is a process of profound and radical change that orients an
organization in a new direction and takes it to an entirely different level of effectiveness (Kubr,
2002). This does not necessary mean that the culture of the organization is abandoned, but a
consultant has been hired to assist the organization through their transformation. This will help
management assess the culture for areas of compatibility for transformation (Schein, 2004).

Transformation of an organization is not a turnaround or rebranding, which implies
incremental progress or change of the same plan. Transformation is a change of character and
can have little or no resemblance with the past alignment or structure.

Transformational Leadership

Burns (1978) stated that in order to accomplish true transformation, the task requires a
transformational leader. This visionary leadership must inspire others toward a higher cause or
calling. Transformational leaders seek to help others attain their own personal goals in addition
to helping them achieve their professional fulfillment. Burns indicated that transformational
leaders, often charismatic, are mobilized to make a difference for the larger good, i.e. goals
beyond themselves. Any consultant would find this type of leadership invaluable.
Consultant’s role

A consultant’s role in assisting an organization in transformation must begin with the
consultant understanding their purpose is not to teach, or change the management/leader. The
consultant is not necessary the change agent. The consultant makes inquiries vs. advocating. The
consultant’s role is to build relationships of trust and provide constructive feedback to help guide
and educate the client and the organization through their transformation for sustainable change
(Block, 2011). This, however; doesn’t mean that the consultant is an advisor with no defined
role. According to Kubr (2002), clients and consultants are wise to define the roles and
responsibilities clearly to avoid dissatisfaction and confusion.

Kubr (2002) describes transformation as beginning after a three-stage process of:

1. Restructuring “the awakening” stage

2. Revitalization “ focus on improving growth and profitability™

3. Renewal “Identifying and eliminating waste, building and sharing new
capabilities”.

Transformations are not just about increased revenue streams, changing of programs or
even day to day business concepts. Experience has taught that in order to have true
organizational transformation it’s a paradigm shift of ideas and strategies without forgetting
about the people and the potential impact of the transformation (Kubr, 2002).

While collaborating with the leadership the consultant must ask these questions that help
drive the kind of answers to help them realize and ensure the right people are on the team for a
successful transformation (Block, 2011). The consultant should retain their objectivity in order to
contribute as a facilitator in the creation of the new vision and mission plan when needed. The
consultant must perform and exercise training with leaders to recognize and support short-term
wins with employees, while providing training in a multitude of areas for growth and long term
buy-in is a positive way to help with the transformation.







