Navigating Change Managementin a
Rapidly Transforming Economy of
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Executive Summary

Saudi Arabia is undergoing one of the most rapid and ambitious transformation journeys
in modern history. Under Vision 2030, the Kingdom is diversifying its economy,
reshaping institutions, and redefining social and cultural norms. But while technology,
capital, and infrastructure play critical roles, the true success of this transformation
depends on a more complex factor: change management.

VISION d__I4)

Change management in this context is not about isolated training programs or top-
down directives. It is about creating systemic shifts in mindset, culture, and
leadership behavior that can keep pace with the Kingdom’s accelerating reforms.
Drawing on systems thinking and Andrea Shapiro’s tipping point model, this
whitepaper explores how organizations can move beyond compliance and adopt
change as a strategic capability.

In our earlier publication, The Industrial Renaissance: Leveraging Fourth Industrial
Revolution Technologies in KSA, we emphasized how emerging technologies can drive
the paradigm shifts across society, economy, and governance. Yet these shifts will not
happen through technology alone. They require structured change management to
ensure that new technologies, policies, and strategies are embraced by people,
integrated into organizations, and reinforced by culture. Change managementis
therefore the bridge between technological disruption and the paradigm shifts
envisioned by Vision 2030.
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The stakes are high. Without structured approaches to change, initiatives risk stalling,
resistance may rise, and resources may be wasted. With effective change management,
however, organizations can:

e Align leaders and employees with Vision 2030’s goals.
o Build resilience in the face of economic and regulatory shifts.

e Create sustainable momentum through tailored interventions at the right
leverage points.

o Transform change from a disruptive force into a driver of innovation,
performance, and excellence.

This whitepaper invites leaders, policymakers, and practitioners to see change not as an
obstacle to Vision 2030, but as the engine that makes it possible.

Key Takeaways of this whitepaper

e Change management is a strategic engine — not a peripheral activity, but the
core driver of Vision 2030’s success.

o Paradigm shifts require systemic change, not just systematic programs or
checklists.

o Systems thinking and Shapiro’s tipping point model provide the frameworks to
accelerate adoption and overcome resistance.

o Without change management, 4IR technologies risk stalling; with it, they
become catalysts for sustainable transformation.
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o Effective change management aligns people, culture, and leadership,
ensuring transformation is not only implemented but lived.

Key Takeaways - Executive Summary
* Change management is the strategic engine of Vision 2030
* Paradigm shifts require systemic—not just systematic—change

* Systems thinking & Shapiro’s tipping point accelerate adoption

Without change management, 4IR risks stalling

Effective change aligns people, culture & leadership

Business Excellence Whitepaper series | 2025
©copyright - All rights reserved




BUSINESS R
EXCELLENCE .

Thrive with

Systemic vs. Systematic: Clarifying the Approach to
Change

One of the recurring challenges in transformation programs is the confusion between
“systematic” and “systemic.” The terms sound similar, but they represent two very
different ways of thinking and acting.

e Systematic refers to doing things in a structured, step-by-step, organized
manner. For example, following a checklist for project implementation or
applying a sequence of processes in a linear order. This is important for
efficiency and quality control — but it is not sufficient to manage change at the
scale of Vision 2030.

e Systemic, by contrast, means looking at the whole system: how different parts
interact, how culture influences behaviors, how policies ripple through
organizations, and how external forces shape internal dynamics. It is the
perspective that recognizes organizations as living ecosystems, not just
machines to be engineered.
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In the context of Saudi Arabia’s transformation, many leaders and practitioners
mistakenly approach change systematically — by creating programs, frameworks, or
workshops in a checklist fashion. While these can produce short-term compliance, they
rarely create the deep paradigm shifts that Vision 2030 requires.

A systemic approach, grounded in systems thinking, is fundamentally different. It
asks:
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e WWhat are the leverage points in the system where small interventions can create
large shifts?

e Howdo culture, leadership, and structure interact to either accelerate or resist

change?

e How can policies, incentives, and communication align to reinforce each other,
rather than work in isolation?

Systematic vs. Systemic

Systematic Systemic

Step-by-step, Linear, checklist driven Whole-system perspective, interconnected
Ensures order & consistency Recognizes culture, behavior, structures
Focus on efficiency & processes Focus on paradigme shifts & levurage points
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The Tipping Point: The Leading Systemic Change
Management Approach

Introducing the Tipping Point Model of Change

Over the past decades, numerous change management
frameworks have been developed to help organizations
navigate transformation. Some of the most widely
adopted include:

o Kotter’s 8 Principles of Change — emphasizing
urgency, coalition-building, and anchoring change

in culture.

o ADKAR Model (Prosci)—focusing on five elements of personal change:
Awareness, Desire, Knowledge, Ability, and Reinforcement.

e Lewin’s Three-Step Model - the classic Unfreeze-Change—Refreeze framework.

e McKinsey’s 7S Framework - aligning structure, strategy, systems, skills, staff,
style, and shared values.

e Bridges’ Transition Model - focusing on the psychological stages people
experience during change.

o Kiibler-Ross Change Curve — adapted from grief psychology, highlighting
emotional responses to change.

o Haines’Roller Coaster of Change - illustrating the natural ups and downs
people face when moving through transformation.

e Jim Collins’ Flywheel Concept - showing how small, consistent actions build
momentum until transformation becomes unstoppable.

Each of these frameworks has proven valuable in different organizational contexts, and
many organizations worldwide continue to benefit from them. They are all good
models — practical, structured, and tested.

Yet, when dealing with transformations at the scale of Saudi Arabia’s Vision 2030, or
within large national systems and giga-projects, a more comprehensive and systemic
approach is required. Why? Because:

o Traditional models often treat change as a linear process; real transformation is
nonlinear, dynamic, and interconnected.
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e They focus heavily on systematic steps, but less on the systemic nature of
change — how culture, behaviors, leadership, and incentives interact in a living
ecosystem.

o They often prioritize process discipline but underplay the contagious nature of
human adoption.

Landscape of Change Management Models

Kotter’s 8 Principles

ADKAR (Prosci)

Lewin’s 3-Step Model

McKinsey's 7S

Bridges’ Transition Model

Kibler-Ross Change Curve

Haines’ Roller Coaster

Jim Collins’ Flywheel

Shapiro’s Tipping Point Model

(Systemic & Epidemic Approach)

For this reason, in this whitepaper we emphasize Andrea Shapiro’s Tipping Point
Model. While not as universally known as Kotter, ADKAR, or Collins, it brings something
uniquely powerful: a systemic perspective that integrates people, culture, and
organizational levers into a coherent whole. It recognizes that change spreads like an
epidemic — and that managing change is about making positive adoption contagious.

This is why the Tipping Point Model is especially suited for large-scale
transformations, where paradigm shifts are required and the system itself must
adapt.

The Tipping Point Approach

At the center of Andrea Shapiro’s Tipping Point Model lies a critical truth: change does
not happen on its own — it happens through people. Policies, structures, and
technologies create conditions for transformation, but the real drivers are the
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individuals who live and work within the system. Their acceptance, resistance, or
advocacy determines whether change becomes a reality.

The Epidemic of Change

Shapiro draws on the metaphor of
an epidemic to describe how
change spreads through
organizations and societies. Just as
diseases move through populations,
so does the willingness (or
unwillingness) to adopt change. In
this view, the role of leadership is
not simply to issue directives but to
make change contagious.

To do this, Shapiro identifies four
types of people who emerge in any
transformation effort:

-

Well

A

The Tipping Point

growth

Acceleration of Change

18 Months

time

1. Advocates - Enthusiastic supporters who champion change, influence others
positively, and serve as role models.

2. Apathetics - Passive participants who are indifferent to the change; they neither

resist actively nor engage deeply.

3. Incubators - Individuals who test, refine, and internalize the change at their own

pace; their eventual adoption can accelerate momentum.

4. Resistors — Those who actively oppose or undermine the change, often due to
fear, mistrust, or misalignment with personal or cultural values.
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The goal of systemic change management is not to eliminate resistance completely —
which is impossible — but to increase the proportion of Advocates, move Apathetics
toward engagement, and convert Incubators into visible adopters.
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The seven levers of change: Are divided int two main groups; the Environment group
that impacts the three Leavers1) Infrastructure (as Vision, resources & skills), 2)
Leadership (leaders walk-the- talk), 3) Incentives (rewards & Recognition), and
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Advocate direct contacts, 5) Mass communication & exposure, (both construct the
communication), 6) Hiring Advocates, and 7) Shifting resistors. These seven levers

under two groups become the instruments leaders use to influence these for change in
society and organizations. For example:

¢ Infrastructure (including vision, rewards and leadership) + Communications
inspire Advocates and attract Apathetics.

o Skills + Resources from the infrastructure group support Incubators as they test
and adapt.

¢ Incentives + Leadership reduce the power of Resistors by showing tangible
benefits and role-modeling desired behaviors.

When these levers are aligned, they push the organization toward a tipping point,
where adoption accelerates, momentum becomes self-sustaining, and change
becomes embedded in the culture.

Implications for Saudi Arabia’s Vision 2030

In the Saudi context, where transformation is occurring at unprecedented speed and
scale, this model emphasizes that human adoption is the decisive factor.
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e Giga-projects like NEOM and Qiddiya can launch with advanced Al, but they
succeed only if workforces and communities embrace new ways of living and

working.

e Government reforms can issue regulations, but they become effective only when

leader’s role-model behaviors and citizens believe in the vision.

e Culturalinitiatives thrive when advocates and incubators amplify change

within families, workplaces, and communities.

The Tipping Point Model therefore reframes change management not as a technical
exercise, but as a human epidemic of adoption — one where the people are the

system.

The Cost of Change: Why Change Strategies Matter?

é

Every transformation effort carries a
cost of change. This cost is not
limited to budgets or resources; it
includes human energy,
organizational trust, and cultural
resilience. Mismanaging these
costs is one of the most common
reasons why change efforts fail.
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A prime example lies in the Communication lever. Many organizations rush to
announce change through mass communication like press conferences, mass public
media, etc., before the system is ready. This often raises resistance unnecessarily,
increases skepticism, and multiplies the costs of counteracting opposition. Instead, a
systemic approach recommends starting with direct, focused engagement —
empowering Advocates to influence Apathetics and Incubators gradually, creating
momentum before a wider rollout.

This highlights two important principles:

1. Change is not free — its costs must be managed. Leaders must carefully
weigh when, how, and through whom change is introduced, so that resources are
not wasted on fighting resistance that could have been avoided.

2. Change takes time. Research and practice show that real change requires at
least 18 months of continuous effort before results stabilize. Early phases may
feel slow and costly, but once the tipping point is reached, change spreads like
a chain reaction — multiplying impact, accelerating adoption, and creating

visible, large-scale results.
" Kingdom Tower ‘

-~
-

By respecting the cost of change and sequencing change strategies wisely, leaders
increase the likelihood that transformation will not only launch but also sustain
momentum until impact becomes irreversible.
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The Epidemic of Change

Most traditional change models explain what leaders must do to move organizations
forward — define a vision, build coalitions, communicate, and reinforce behaviors. But
Andrea Shapiro extends this by asking an equally critical question: how does change
actually spread among people?

Her answer: change behaves like an epidemic or even if we want change to happen, we
have to make it behave like an epidemic in a positive sense not the negative one.
Change moves through organizations and societies the way ideas, behaviors, and even
viruses do — by spreading from person to person. Adoption does not happen uniformly,
nor does it follow a strict sequence. Instead, people carry the change into the system,
and their attitudes determine whether it accelerates or collapses.

This metaphor became particularly clear during the COVID-19 pandemic, when every
individual’s choices — whether to adopt new behaviors like social distancing, wearing
masks, or using remote work tools — directly shaped the collective outcome. Some
embraced the measures quickly (Advocates), some ignored them (Apathetics), some
experimented before fully adopting (Incubators), while others resisted outright
(Resistors). In the same way, organizational change spreads or stalls depending on how
people individually react and influence one another.

Within this epidemic framework, Shapiro identifies four types of people in any
transformation:

¢ Advocates - the enthusiastic champions who promote and model the change.

¢ Apathetics - those indifferent to the change, not against it but not engaged
either.

¢ Incubators - cautious testers who try change gradually, often influencing others
once convinced.

e Resistors —individuals who actively oppose or undermine the change due to
fear, mistrust, or misalignment.
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The Four Types of People in Change

Advocates

Enthusiastic champions who promote and model the change

Incubators

Cautious testers who adopt gradually and influence others

Resistors

Oppose or undermine change due to fear or misalignment

The goal of systemic change management is not to eradicate resistance altogether —
an impossible task — but to shift the balance:

e Increase the number of Advocates,

o Engage and energize Apathetics,

e ConvertIncubators into adopters,

e And minimize the disruptive power of Resistors.

The epidemic metaphor is powerful because it emphasizes that change is human and
social. Strategies, technologies, and policies may set the conditions, but it is people
who carry the change forward. By applying the seven levers of change — Vision,
Skills, Incentives, Resources, Action Plans, Leadership, and Communication — leaders

Epidemic’s Analogy: COVID-19 Vs. Change
COVID-19 Epidemic Change Epidemic

Spread through human interaction Spread through organizational
Adoption of new behaviors: masks, interaction

distancing, remote work Adoption of new practices: digital
Four types of responses: compliant, tools, new policies, cultural norms
indifferent, cautious adopters, Four types of people: Advocates,
resistors Apathetics, Incubators, Resistors
Tipping point = herd effect when Tipping point = shift when Advocates
enough people adopt dominate
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can make advocacy contagious, reduce the costs of resistance, and bring organizations
to the tipping point where change becomes self-sustaining.

Misconceptions About Change

One of Andrea Shapiro’s most valuable contributions is her identification of the
common misconceptions about change — mistaken beliefs that derail transformation
efforts. These misconceptions often come from a desire to simplify complexity, but in
practice, they create unrealistic expectations and failed initiatives.

1. The Goldilocks Approach

Leaders sometimes believe there is a “just right” way to introduce change — a perfect
communication, a perfect training, a perfect rollout plan. In reality, there is no single
formula that works in all contexts. Change is not a scripted play; it is a dynamic
interaction between vision, people, and culture. What works in one system may fail in
another.

2. What Goes Around Comes Around

Another misconception is that change is circular — that once an initiative cycles
through communication, training, and reinforcement, it can be completed and then
restarted for the next initiative. In reality, change is cumulative and path-dependent.
Every initiative builds on what came before and shapes what comes next. The system
has memory and ignoring it can lead to fatigue and resistance.

3. Quick Fixes

Perhaps the most damaging misconception is the belief in shortcuts. Some leaders
expect change to be achieved with a few training sessions, a motivational campaign, or
a new tool. In truth, real change takes at least 18 months of continuous effort before
results stabilize. Quick fixes often create surface compliance, but they rarely lead to
deep, sustainable adoption.

4. Linear Cause-and-Effect

A hidden misconception is the assumption that change follows a straight, predictable
path — that if you apply a lever, a proportional result will follow. In practice, change is
nonlinear and emergent. Small actions in the right place can produce large effects,
while large actions in the wrong place can produce nothing.

5. Resistance Is Always Bad

Some leaders mistakenly view resistance as a problem to be eliminated. In reality,
resistance provides valuable information about fears, misalignments, and gaps in the
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change strategy. Managed properly, resistance can be transformed into advocacy.
Suppressing it, however, increases costs and undermines trust.

- These misconceptions highlight why systemic thinking is essential. Instead of
seeking shortcuts or perfect formulas, leaders must see change as a living
epidemic, requiring consistent reinforcement, adaptive strategies, and engagement
with people at every level.

Top 5 Misconceptions About Change

Goldilocks Approach What Goes Around Comes Around
No 'just right' formula for change. Change is cumulative, not circular.
Quick Fixes Linear Cause-and-Effect
Real change requires 18+ months of effort. Change is nonlinear and emergent.

Resistance Is Always Bad

Resistance reveals valuable insights.

JU()
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Measuring Change: Turning Transformation into Data

A central principle of successful change management is the reminder from Peter
Drucker: “What gets measured gets managed.” Without clear performance measures,
change remains abstract, and leaders are left without the feedback needed to adapt
strategies in real time.

Andrea Shapiro proposed one of the simplest yet most powerful measures: the
Advocates Ratio. When the number of Advocates outweighs the number of Resistors —
ideally when the ratio climbs above 1 — change enters a self-reinforcing cycle. This
measure is unique because it focuses directly on people’s adoption, not just project
milestones.

However, the Advocates Ratio alone is not enough. To manage change effectively,
organizations need a balanced set of KPIs that capture both the human and
organizational dimensions of transformation. These may include:

e Adoption Metrics > percentage of workforce actively using new systems, tools,
or processes.

¢ Engagement Levels > survey results, participation in change initiatives, or
attendance in workshops.
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¢ Capability Development > number of employees trained and certified in critical
new skills.

o Dialogue Frequency > number of structured change dialogues or workshops
conducted, indicating cultural uptake.

o Performance Impact > operational improvements tied to the change (e.g.,
reduced errors, faster cycle times, improved customer satisfaction).

e Sustainability Indicators > whether new behaviors are maintained beyond the
pilot phase and embedded into culture.

These KPIs must be tracked continuously, not just at the end of a project. They act as
feedback loops, alerting leaders when resistance grows, when adoption slows, or when
the change is stabilizing.

In the Saudi Vision 2030 context, such metrics should be managed centrally by a
national Strategy Management Office (SMO), with cascading indicators across
ministries, agencies, and corporations. This creates not only accountability but also a
national culture of performance-driven change. Recognition — such as awards at
gold, silver, and bronze levels — can further reinforce positive competition among
institutions.

Measuring Change: Practical KPIs

Engagement Adoption

Survey scores g{art\cipation tive use ofydv systems & todls

>

Capability Advocates Sustainability

Ratio > 1

mployees trained in new skill New behaviors embedded

DialmAe Per%(mance

'orkshops & change discussior]s Operational improvements
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By combining Shapiro’s Advocates Ratio with a broader set of KPls, change becomes
measurable, manageable, and, most importantly, sustainable.

Applying the Tipping Point to Saudi Arabia’s Vision 2030

Saudi Arabia’s Vision 2030 represents one of the boldest transformation agendas in the
world. Itis not only about economic diversification but about paradigm shifts in
governance, society, and culture. Such shifts require more than policy documents or
financial investment; they demand systemic change management at a scale rarely
attempted before.

The Tipping Point Model provides a practical and human-centered roadmap for
achieving this transformation. But before examining how to apply its seven levers in the
Saudi context, it is critical to recognize the misconceptions about change that can
derail progress if left unchecked.

Misconceptions of Change in the Vision 2030 Context

Andrea Shapiro identifies several misconceptions that often undermine transformation
efforts. These are especially relevant to the Saudi context:

o The Goldilocks Approach - Believing there is a “just right” formula for change. In
practice, what works in a cultural reform may not work in a financial sector
reform. Leaders must adapt strategies to context.
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¢ What Goes Around Comes Around - Treating change as circular and
repeatable. In reality, every Vision 2030 initiative is cumulative, building on the
memory of the system. Fatigue sets in if past efforts are ignored.

e Quick Fixes — Expecting transformation within weeks or months. Large-scale
change requires at least 18 months of continuous effort before reaching the
tipping point. For giga-projects and national reforms, short-term campaigns risk
creating surface compliance instead of systemic adoption.

e Linear Cause-and-Effect — Assuming that one policy or announcement leads
directly to adoption. Change is nonlinear: small interventions (like empowering
advocates) can produce disproportionate results, while big top-down
announcements may create little impact.

e Resistance Is Always Bad - In Saudi Arabia’s transformation, resistance may
reflect real cultural tensions (e.g., workforce participation, digital adoption).
Instead of suppressing resistance, leaders should use it as data to refine
strategies.

By avoiding these misconceptions, Saudi leaders can focus on what truly matters:
making change contagious, affordable, and sustainable.

The Seven Levers in the Saudi Context

The seven levers of change provide the systemic tools to shift people across the
spectrum — from Apathetics and Incubators toward Advocates, while minimizing the
influence of Resistors.

e Vision > Translate Vision 2030 into compelling, human-centered narratives for
each sector (not abstract policies).

o Skills » Build new workforce capabilities (digital literacy, Al, leadership) aligned
to paradigm shifts.

¢ Incentives - Align organizational and personal motivations with national goals
(e.g., reskilling rewards, recognition).

e Resources > Ensure ministries, corporations, and citizens have the tools and
time to adopt reforms.

e Action Plans > Break national ambitions into clear, implementable steps visible
to stakeholders.

e Leadership > Role-model behaviors at every level — from ministers to local
managers.
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¢ Communication > Start with advocates, cascade carefully, avoid mass-
announcements that raise resistance prematurely.

Contﬁtj Mass, Exposure Hire Advocates

Apatheticsma / Incubators m)Advocates

L '\)\\ ‘/‘ Infrastructure

Resisters ' IEnvironmental.‘,...-—Walk the Talk

— Ji Reward &

Recognition

7

Shift Resisters

Popul:ition Mix
A >

Saudi Change as an Epidemic

Applying the epidemic analogy, change in Saudi Arabia spreads through people, not
announcements. Just as COVID-19 spread through interaction, so too does adoption of
reforms:

¢ Advocates must be empowered to influence Apathetics.
¢ Incubators must be given safe environments to test reforms before scaling.
e Resistors must be understood and addressed, not ignored.

Once enough Advocates emerge, the system reaches its tipping point — a nuclear
chain reaction of adoption, where momentum accelerates, resistance diminishes, and
change becomes self-sustaining.
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Applying the Tipping Point to Saudi Vision 2030

Misconceptions of Change
Goldilocks * Quick Fixes » Linear Cause-Effect » Resistance Bad » Circular Thinking
A

Seven Levers of Change

Vision ¢ Skills « Incentives « Resources ¢ Action Plans = Leadership « Communication

Tipping Point Outcome

Advocates dominate ¢« Change spreads contagiously « Systemic adoption « Sustainable transformation

Case Studies

Applying the Tipping Point to Workforce Transformation in Saudi
Arabia’s Financial Sector

The Saudi financial sector is central to Vision 2030’s economic diversification. However,
the sector faces rapid disruption from digital banking, fintech, and global regulatory
standards. Traditional training programs, often delivered in a “one-size-fits-all” format,
have not been sufficient to reskill the workforce for these new demands.

By applying Andrea Shapiro’s Tipping Point Model, the sector can move beyond
fragmented initiatives toward systemic workforce transformation:

e Vision-The transformation is framed not simply as compliance with global
standards, but as building a world-class financial workforce that positions Saudi
Arabia as a leading financial hub.

o Skills — Reskilling programs target both technical expertise (digital banking, data
analytics, cybersecurity) and soft skills (leadership, customer engagement).

e Incentives — Career advancement, recognition, and performance rewards are
tied to adoption of new digital practices.
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e Resources — Employees are given access to continuous learning platforms,
mentoring, and supportive technology tools.

e Action Plans - Pilot programs begin with specific teams (“Incubators”), creating
quick wins and reducing risk before scaling across the sector.

o Leadership - Senior executives visibly role-model digital adoption, reinforcing
trust and commitment.

¢ Communication - Advocates are empowered to share success stories
internally, influencing Apathetics and building momentum.

Hir Advoctes

Contiti Mas ure
Apathetics &» ///I]n@ubat@ﬁ’s # Advocates

'Infrastructure

'\‘\ ,/‘ Walk the Talk

Resisters T — ;/.
|

Support Reward &

¥ Recognition

Popul-i:ion
Mix

':Shift Resisrs

Over time, Apathetics and Incubators are converted into Advocates, reducing the
relative influence of Resistors. Once the tipping point is reached, adoption accelerates
like a chain reaction. Within 18-24 months, the sector can expect not only widespread
adoption of new practices but also a cultural shift toward continuous innovation and
resilience.

This case illustrates how the Tipping Point Model translates Vision 2030 ambitions into a
human-driven, systemic process of change.
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Case Study: Applying the Tipping Point to NEOM’s Cultural and
Workforce Transformation

NEOM is one of the flagship giga-projects of Vision 2030, envisioned as a futuristic city
that redefines sustainability, technology, and quality of life. While its advanced design
incorporates Al, renewable energy, and digital infrastructure, the project’s real
challenge lies in cultural and workforce transformation.

Building a city of the future
requires not only new
technologies but also new
mindsets among workers,
leaders, and residents.
Applying the Tipping Point
Model provides a systemic
pathway:

e Vision-NEOMis
framed as a living
model of global innovation, where employees and residents are pioneers of the
future.

o Skills — Specialized training is developed in smart-city operations, Al-enabled
services, and sustainable construction technologies.

e Incentives —- Employees are recognized as “builders of the future,” with rewards
linked to sustainability achievements and innovation outcomes.

e Resources - Cross-functional innovation hubs and collaborative platforms are
created to support experimentation and co-creation.

e Action Plans - Pilot projects in energy, mobility, or governance act as testbeds
for change, gradually converting Incubators into Advocates.

e Leadership - NEOM leaders actively role-model futuristic work practices,
signaling commitment and reducing uncertainty.

e Communication - Success stories are widely shared, both within NEOM and
across the Kingdom, to inspire broader adoption.

Through this approach, resistance is reframed as a signal of where more supportis
needed, while Advocates are empowered to accelerate cultural adoption. Once the
tipping point is reached, NEOM’s vision becomes self-sustaining, creating a ripple
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effect across the Kingdom and reinforcing Saudi Arabia’s image as a global innovation
leader.

Conclusion: Change as the Engine of Vision 2030

Saudi Arabia stands at the forefront of one of the most ambitious transformation
agendas in the world. Vision 2030 is not only about economic diversification, giga-
projects, or digital transformation; it is about creating paradigm shifts in how the
Kingdom governs, innovates, and engages its people.

This whitepaper has shown that such paradigm shifts cannot be achieved through
technology and investment alone. They require systemic change management — an
approach that sees organizations and societies as interconnected systems where
people, culture, and leadership determine the success of transformation.

By adopting Andrea Shapiro’s Tipping Point Model, Saudi Arabia gains a framework
that recognizes change as an epidemic of human adoption. Through the careful
application of the seven levers of change, and by managing the balance among
Advocates, Apathetics, Incubators, and Resistors, leaders can guide the Kingdom
toward a tipping point where transformation becomes contagious and self-sustaining.

The lessons are clear:

e Avoid the misconceptions of change that lead to fatigue, wasted resources, or
resistance.

¢ Recognize that change has costs and manage them strategically.

e Understand that real change requires time — at least 18 months of continuous
effort before results stabilize.

¢ Embrace resistance not as failure but as feedback for recalibrating strategy.

Saudi Arabia has the ambition, resources, and leadership to achieve its bold vision. By
embedding systemic change management into every initiative — from financial sector
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reskilling to giga-project cultural transformation — the Kingdom can ensure that Vision
2030 is not just a roadmap but a lived reality.

In the end, change is not an obstacle to Vision 2030; it is its engine.

Key Takeaways - Conclusion

Avoid misconceptions of change that cause fatigue and wasted effort.

Manage the real costs of change strategically.

Recognize that transformation requires 18+ months of sustained effort.

View resistance as valuable feedback, not failure.

Embed systemic change management as the engine of Vision 2030.

From Theory to Practice: Change, Dialogue, and Action
Workshops

While frameworks such as Andrea Shapiro’s Tipping Point Model provide leaders with
systemic insights, real transformation requires practical tools to translate theory into
behavior. In this context, Business Excellence’s certified experts in the Tipping Point
Model of Change Management at the Organizational Development vertical offers a
proven method: Change, Dialogue, and Action workshops.

At the heart of these workshops is an interactive computer simulation that mirrors the
complexity of organizational systems. Leaders and teams can test strategies, apply the
seven levers of change, and immediately observe the impact within the simulated
model. This bridges the gap between abstract theory and lived organizational practice.

Key features of these workshops include:

¢ Dialogue at the center > Leaders and participants engage in structured
dialogue about change, breaking silos and creating shared understanding.
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e Systemic experimentation > The simulation allows participants to test
interventions and see how small changes cascade across the system,
reinforcing the concept of nonlinearity.

o Scalability » The workshop can be tailored to any organizational level — from
frontline managers to senior executives.

e Executive-ready format > For top leadership, the workshop can be delivered in
a half-day intensive session, providing immediate insights without disrupting
busy schedules.

e Culture-building » By embedding dialogue and experimentation into
organizational routines, these workshops help create a culture of change
conversations, where transformation is no longer abstract but lived.

For Saudi Arabia’s Vision 2030 transformation, such workshops provide a practical
pathway to build capacity across ministries, corporations, and giga-projects. They
prepare leaders not only to understand systemic change but also to practice it in real
time, ensuring that the Tipping Point Model becomes part of the Kingdom’s leadership
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