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About the Author

Avish Parashar is quite possibly the world’s only
Motivational Improviser.

Using his 30+ years of experience performing, teaching, and studying improv comedy and his 20+ years
experience speaking and training, Avish empowers leaders to navigate change and inspires employees
to say, “yes, and!” to change.

Avish speaks for companies and corporations and corporations going through change, associations
whose members are dealing (and struggling) with change, and government groups who are resistant to
change. The end result is always the same: smiles, laughs, and a new way of looking at work, life, and
circumstance.

He is the author of two books on applying improv comedy skills to business and life.

You can learn more about Avish at www.AvishParashar.com.
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Welcome to The Change
Leadership Playbook!

In today’s rapidly evolving business landscape, the ability to lead and manage change effectively is
paramount. Change is not merely a buzzword; it's an essential aspect of modern organizations striving
to thrive and stay competitive. First, let’s delve into why leading change is so vital and explore the
potential consequences of neglecting this critical role.

Why Leading Change Matters:
1) Adapt or Perish

Change is constant, whether it’s triggered by shifts in the market, technological advancements, or
evolving customer demands. Companies that fail to adapt risk becoming irrelevant or even
obsolete.

2) Employee Engagement

Engaged employees are essential to a company’s success. Leading change effectively fosters a
sense of inclusion, purpose, and direction, which can significantly impact employee engagement
levels.

3) Innovation

Change often drives innovation. Organizations whose members are fluent in the language of
change are more likely to stay innovative and creative, giving them a competitive edge.

4) Improved Efficiency

Change initiatives often necessitate the streamlining of processes, thereby making organizations
more efficient. Failing to properly guide change may result in outdated and inefficient systems.

5) Enhanced Resilience

Companies that embrace change build resilience. They are better equipped to handle unexpected
challenges, such as economic downturns or global crises.
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Consequences of Not Leading Change:

1) Resistance and Pushback

Without effective leadership, employees may resist change, leading to a toxic atmosphere, lower
morale, and decreased productivity.

2) Missed Opportunities

Failure to proactively lead change means missing out on opportunities for growth, innovation,
and improved market positioning.

3) Stagnation

Organizations that don't adapt well to change can stagnate, becoming complacent and falling
behind their more agile competitors.

4) Disengagement

Employees who don’t see a clear vision or direction may disengage, leading to things like higher
turnover, lower job satisfaction, quiet quitting, and possibly even malicious compliance.

5) Decline in Market Position

Neglecting change leadership can result in a decline in market share as competitors capitalize on
new trends and technologies.

Leading change is not a choice; it is an absolute necessity in
today’s business world.

In the following pages, we will explore strategies and principles that can help you become an effective
change leader, driving your organization toward bigger and better things.
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Who This Guide is For

This guide is designed for leaders and change agents who find themselves at the forefront of
navigating significant organizational changes. It's for individuals who understand that in today’s
dynamic business landscape, effective change leadership isn't just about strategic planning and project
management; it's about understanding and cultivating the human element of change.

As a speaker and trainer, | have worked for groups across a wide range of industries and organizational
structures. They all share a common trait — a commitment to quiding their people through substantial
changes. Changes such as adopting new technologies, restructuring departments, or instilling fresh
core values across the company.

The leaders at such organizations realize that their roles encompass more than just overseeing
logistics. They understand and embrace the pivotal role they play in shaping their teams’ attitudes,
mindsets, and behaviors during change.

| help my clients conquer common obstacles such as:

~ Navigating Resistance

Addressing and mitigating resistance from employees apprehensive about forthcoming changes.

» Managing Overwhelm

Dealing with teams feeling overwhelmed by the demands of change, which can lead to burnout.

~ Promoting Adaptability

Encouraging adaptability when employees prefer existing routines and the status quo.
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Typical Challenges:

Every organization is unique, but the challenges, problems, and changes they must overcome often
feature similar elements. Here are a few | commonly encounter:

ERP Implementation:

Transitioning to a new enterprise resource planning system.

Digital Transformation:

Embracing new technologies and digital processes.

Mergers and Acquisitions:

Integrating cultures and processes after a merger or acquisition.

Leadership Change:

Adjusting to new leadership or management teams.

Reorganization:

Restructuring teams, departments, or reporting structures.

Market Expansion:

Entering new markets or industries.

Cost Reduction:

Implementing cost-cutting measures or efficiency improvements.
Cultural Change:
Shifting organizational culture, values, or mission.

New Product Launch:

Launching a new product or service line.
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Regulatory Changes:

Adapting to new industry regulations or compliance requirements

Remote Work Transition:

Moving to a predominantly remote or hybrid work model.

Customer Experience Enhancement:

Improving customer service and experience.

New Product Launch:

Launching a new product or service line.

Diversity and Inclusion Initiatives:

Promoting diversity and fostering an inclusive workplace.

Leadership Development:

Enhancing leaders’ skills and capabilities.

Strategic Shift:

Adapting to an alteration of long-term business strategies or objectives.

Sustainability Initiatives:

Adopting sustainable and eco-friendly practices.

Employee Engagement:
Boosting employee morale, motivation, and retention.

You may see the change you and your organization are currently going through on that list, or you may
have a different one (please reach out and share if you do...). Regardless of the specific circumstance,
they all have one thing in common: they all represent large changes, they all require adaptability, and
human nature dictates that people will, by default, resist these changes.
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If you’re facing a change not listed above, or you find that its elements are not addressed by the
remainder of this playbook, | invite you to reach out to me. You may be surprised by just how versatile
the Yes, And! change process can be.

Challenges of Change Leadership

Leading change is rarely a straightforward journey. As we delve into the heart of this playbook, it's
essential to acknowledge that challenges are an integral part of the change leadership process. These
challenges can take various forms, from resistance among employees to the overwhelming nature of
the change itself. In this section, we will explore the primary challenges leaders face when navigating
significant transformations. By understanding these challenges, you'll be better equipped to identify
and address them effectively within your organization:

1) Fear of the Unknown

Employees often resist change due to the fear of stepping into the unknown. They worry about
what lies ahead, how it will affect their daily routines, and whether they will be able to cope with
the new circumstances. This fear can manifest as skepticism, hesitation, or outright resistance.

> ldentifying the Problem: You may notice employees expressing concerns about the
upcoming change, asking questions about the specifics, or seeking reassurance about
their future roles. Additionally, a sudden drop in productivity, increased absenteeism, or a
rise in stress-related complaints could be indicators of this fear.

> Consequences of Not Addressing It: Failing to address this fear can lead to
employees feeling anxious, demativated, and unproductive. They might resist
participation in the change effort, hindering its progress or even jeopardizing its success.
Over time, fear of the unknown could erode morale and trust within the team.
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2) Overwhelm and Burnout

Employees already dealing with heavy workloads may perceive a large-scale change as an
additional burden. This can lead to feelings of overwhelm and burnout, as they struggle to
manage their existing responsibilities alongside adapting to the change.

> ldentifying the Problem: Leaders can watch for signs of exhaustion, such as
increased absenteeism, lower quality work, or more frequent complaints about workload.

They may also receive feedback from employees expressing concerns about their ability
to handle more changes.

> Consequences of Not Addressing It: Ignoring employee overwhelm and burnout
can result in decreased productivity, lower job satisfaction, and a higher likelihood of

employee turnover. Additionally, burnout can contribute to a negative work environment,
affecting team dynamics and overall morale.

3) Comfort with the Status Quo

Some employees may resist change due to a strong attachment to the current way of doing
things. They may be comfortable with the status quo and resist changes that challenge their
routines or established practices.

> Identifying the Problem: You might abserve resistance from employees who are
vocally against the change, consistently revert to old methods, or actively discourage
their colleagues from embracing the change. They may also express concerns about how
the change could disrupt their familiar workflows.

> Consequences of Not Addressing It: Failing to address this challenge may result
in a stagnant workplace where innovation and growth are stifled. Employees comfortable
with the status quo may hinder progress; perpetuating inefficiencies and preventing the
organization from evolving and pursuing new opportunities.

Addressing these challenges is crucial for your success in leading change effectively, as neglecting
them could lead to employee disengagement, reduced productivity, and ultimately, the failure of your
change initiative. By recognizing these challenges and taking early action to address them, you will
foster an adaptive environment with employees who contribute positively to your initiative’s success.
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The Deeper Issue

Underlying the above challenges is a bigger issue, but one that may not be talked about or admitted as
openly: The negative, sometimes overwhelming feelings of anger, resentment, tension, or frustration
at trying to take others through a change that you may be struggling with yourself. This may be
because the change is something you had no say in and yet were tasked with implementing, but there is
also the possibility that it’s just difficult to see how the change may make things immeasurably better
for them (and you, and the organization).

As these feelings grow, they can lead to thoughts creeping into your head, undermining your
productivity and confidence. These thoughts can include:

1) Personal Insecurity

Doubts about your ability to lead the change effectively, fearing you might not have the necessary
skills or experience.

2) Employee Resentment

Concerns that some employees feel resentful about the change but are hesitant to address this
issue openly, creating an uncomfortable work environment.

3) Loss of Control

Fears that implementing the change will lead to a loss of control over certain aspects of your role
or the organization.

4) Legacy Concerns

Thinking about how the change impacts your legacy within the company. These can weigh
especially heavily if the change was your decision.
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5) Potential Job Loss

Worries that the change will lead to layoffs, including the possibility of your own job being
eliminated.

6) Personal Sacrifices

Being concerned about the personal sacrifices you'll have to make, such as long hours or strained
work-life balance, during the change process.

These are all natural concerns for those in the position of
leading a change.
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The Change Leadership Value Model

The solution, then, is to identify where you are on the Change
Leadership Value Model below and take the appropriate action
to move up to a higher level:

Response

Accepting

Feeling

Optimism

Focus

Involve

Apathy

Spinning Wheels

Redirect

What the columns mean:

> Response: What response are you getting from your employees when it comes to your
leadership? Specifically regarding this change, but also in general?

> Feeling: How do you feel about your change efforts and work in general?

> Focus: This is the process to focus on in order to move your team out of this level and up to
the next higher one.

AVISHPARASHAR.COM 12



The 5 Levels:
Level 1: Hostility

When your employees respond with hostility, it often leads to a tense and angry atmosphere within
your organization. This can leave you feeling stressed or agitated, struggling to maintain a positive
work environment.

> Focus: In this situation, it's crucial to investigate - delve deeper to understand the root
causes of the hostility. With this level of emotion there is usually something deeper at play.
Determine what those issues are and work on defusing tensions to pave the way for
smoother transitions.

Level 2: Resistance

When your employees respond with hostility, it often leads to a tense and angry atmosphere within
your organization. This can leave you feeling stressed or agitated, struggling to maintain a positive
work environment.

» Focus: Understanding is key here. Focus on understanding the causes of resistance,
addressing concerns, and providing clear explanations to guide your team toward acceptance.

Level 3: Apathy

An apathetic response from employees can result in a workplace that feels like it's treading water.
You may feel like you are spinning your wheels, putting in a lot of effort but not really making any
progress.

> Focus: To overcome apathy, you must redirect employees’ attention and effort. Guide your
team toward a new sense of purpose, redefining objectives to move toward things they care
about so that their motivation and commitment reignite.
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Level 4: Accepting

When your employees start accepting the change, things may start to move forward,resulting in a
more positive work atmosphere. You may feel encouraged by the progress and optimistic about the
potential ahead.

» Focus: The focus now should be on involvement. Encourage active participation and
harnessing the newfound enthusiasm to drive change initiatives forward.

Level 5: Embracing

As your employees embrace change, you'll witness a true transformation. You may feel joyful now
that you are no longer the sole or even primary driver, as everyone is on board, participating, and
leading. This joy will be contagious, inspiring a positive work environment.

> Focus: At this level, it's time to let go of control and let others take initiative. You may also
need to let go of old paradigms or the way you originally envisioned things being done and
embrace the full potential of your team. Foster an environment of innovation and
collaboration to thrive in the face of change.
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The Solution to Change Resistance:
"Yes, And!"

In the world of improvisational theater, “yes, and” is a fundamental principle. It's a mindset that
encourages performers to accept and build upon the ideas presented by their fellow actors. It means
embracing each contribution with an open mind and adding to the scene, thereby fostering
collaboration, creativity, and humor.

However, the power of "yes, and" shouldn’t remain confined to the stage. Its applications extend far
beyond the theater, into the realm of change leadership. In the corporate world, change is a constant.
Leaders who can navigate these turbulent waters with agility and inspire their teams to embrace change
are the ones who drive success. This is where "yes, and" really shines.

At its core, “yes, and” encourages us to accept and build upon the ideas and contributions of others. It's
a powerful tool that goes beyond mere agreement to create a culture of collaboration, open
communication, and creativity.

Moving Up the Change Leadership Value Model: The Power of 'Yes, And"

In the context of the Change Leadership Value Model outlined above, “yes, and” becomes the fuel that
propels individuals and organizations upward through the stages of change.

For those dealing with employees’ hostility and tension [generally the initial stage), “yes, and” serves as
the catalyst for understanding and reconciliation. Instead of resisting or confronting hostility, leaders
who embrace “yes, and” investigate deeper. They acknowledge the tension, engage with it, and seek to
uncover the root causes, thus initiating the process of triaging staff complaints and worries.

As we progress through the model, “yes, and” continues to be the guiding principle. It transforms
resistance into understanding, apathy into redirection, and acceptance into involvement. At each stage,
it encourages leaders to embrace the current reality, build upon it, and co-create a path forward with
their teams.

Ultimately, when leaders and organizations fully embrace the spirit of “yes, and,” they reach the
pinnacle of the Change Leadership Value Model - a state where employees not only accept change but
actively contribute to it. This journey upward, fueled by “yes, and,” paves the way for a culture of
innovation, adaptability, and resilience in the face of change.

For a more in-depth look at what “yes,and” is and how it works on - and off - stage, check out my book.
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"Yes, Ands" You Can Use to
Immediately Improve Your
Change Leadership

1) Say "Yes, And!" to Change Efforts

If you want people to change, you cannot punish them for making an effort. If an employee tries
to implement a change you are encouraging them to embrace but they do it in a way that is
incorrect or causes a problem, penalizing them will be counterproductive.

You can and should correct the behavior to make sure problems don't happen again, but the way
you do it will drastically impact whether the person attempts to embrace change again, or
instead shifts back to resistance.

Actions

I. Acknowledge the intent and effort. Be positive about it, acknowledge what they
were trying to do, and praise them for it. The positive energy will encourage them to try
again.

Il. Time your feedback appropriately. Depending on the context and severity of the
issue, it may be better to not correct the behavior or provide the negative feedback right
away. Obviously if there is a safety issue or something mission-critical, then you’ll need to
address it immediately. But in general shifting the feedback to a separate time can help
maintain the positive attitude towards change. It may also allow you to “praise in public,
criticize in private,” which is an important factor in maintaining morale.

lll. Understand your own emotion when giving feedback. Another reason it’s
better to provide feedback later is because when an employee misstep creates a challenge
for us, it can make us feel stressed, angry, or frustrated. Civing our feedback in that
emotional state can increase the likelihood of negative overtones. Make sure you are in a
positive, collaborative, teaching mindset before delivering feedback if you want to
encourage future attempts at embracing change.
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Example:

| was speaking to a group within a large company, learning about the changes they were going through,
and learned that IT had recently instituted new change implementation processes for software. A
developer was moving his software from development to the test environment for the first time and
set up a demonstration for leadership. Because this was his first time doing this the software didn’t
work properly in the test environment. The leader responded by getting upset at the developer for
wasting his time, rather than taking into consideration the effects of the new process. This undermined
the culture and left the developer resisting the change (and often joining in with other developers
complaining about the new procedure) rather than embracing it.

2) Say "Yes, And!" to Leading by Example

If you want to be a change leader, you need to lead by example. You can’t lead others through
change if you refuse to embrace it yourself! You can’t expect your employees to follow a new
process if you choose to skip it. Most importantly, you can’t require others to respond with “yes,
and!” if you keep defaulting to “yes, but.”

Hypacrisy can instantly shut down employee receptivity. Lead by example and let people follow.

Actions:

Pay attention to your use of "yes, but." The principle of "yes, and” doesn't
mean you never say no, nor that you never consider what you're saying “yes” to. Make
sure, however, that you are aware of how often you “yes, but” your employees. Too
much “yes, but” coming from you will not inspire the people you lead to embrace “yes,
and.”

Monitor the direction of your thoughts. One of the best ways to get others
to embrace change is to keep your focus (and theirs) on the future, not the past. If you
are holding on to things in the past, pointing out bygone errors, or talking about how the
old way of doing things was better, why would others buy into your vision of why they
need to change and embrace the future?

Honestly (and frequently) ask, “am | doing what | am asking

others to do?” Think deeply and be honest with yourself, because you might be
surprised by the answer.
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Example:

In a training workshop | conducted, where the goal was to get employees to embrace the “yes, and!”
mindset, a woman approached me and said, “this is great information but it’s not going to change
anything because our C-Level executives don’t do this stuff themselves.” She was energized to use the
ideas in her personal life, but it was disheartening to hear about leadership resisting an idea they
purportedly wanted adopted.

3) Say "Yes, And!" to Your Employees Reasons
for Resisting Change

People resist change; that is human nature. As a leader your default response to that resistance
will often be to say “yes, but,” and give reasons why they are wrong, try to solve their problem,
or simply overpower them with authority. But if you want to be a change leader and move
people from resistance and apathy to acceptance and embracement, you need to start by
understanding and listening to their reasons.

Actions:

I. Start with “yes, and!” At this point this may sound obvious, but your default when
starting out will almost definitely be to respond with “yes, but.” Force yourself (here
more than in other situations) to respond with a “yes, and” to make sure you are
understanding and empathizing rather than arguing.

Il. Use questions, not arguments. One of the uses of “yes, and” is to pivot, get
curious, and dig deeper. By asking questions you give employees a chance to contribute
and feel heard, which helps shift from an argumentative impasse to a constructive
conversation.

lll. Then, listen. (Or in less polite terms, just shut up.) When your employees are talking
about why they’re resisting the change, just listen. You will feel the urge to jump in with a
“yes, but” and explain why they are wrong, or how there is already a solution to their
concern, or merely correct a misperception. The moment you shift away from empathy
and understanding and move back to arquing, they will dig their heels in and resist more.
By just listening you give them a forum to express their feelings and thoughts, and you
will find that they lower their own resistance simply by being able to express themselves.
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Example:

A company was forced to relocate a number of their employees, who, understandably, were not happy
about it. An HR rep who had recently attended one of my keynotes decided to apply the idea of “yes,
and,” and when an employee came in to vent to her about the relocation, rather than defending the
move, she said, “yes, and” and listened. The conversation went more smoothly than if she had argued
and, though the employee still was not thrilled about the move, the interaction was a conversation
rather than a confrontation. At the end, the employee had taken a step toward accepting the change
rather than simply railing against it.

4) Say "Yes, And!" to Feelings

Many hold the view that in the professional world, feelings shouldn’t matter. Everyone should
just do what they're supposed to without worrying about emotions. Colloquially, we say “suck it
up!” That would be handy, if it were possible. But in the real world we are all human so feelings
do matter. Quite a bit! In fact, feelings matter as much as or more than logic and reason when it
comes to influencing others and trying to get them to embrace change. Once you realize this,
you can start working on understanding how your people are feeling, and how you can work with
that in a positive way to get them to embrace change.

Actions:

I. Honestly assess what impact your words and actions have on
how your employees feel. It can be difficult to judge this when you are in
the thick of things, so you may need to seek outside input to get an honest answer.
It is possible that even when you are making your best effort, you may be
generating negative, fearful, resistance-inducing feelings in your employees.

Il. Pause when you sense emotions are rising. The change you are
trying to lead people through might create high emotions. Pay attention to the
emotional state of the person you are communicating with. If things start to
escalate, pause. Take a break to de-escalate the feelings before you get to a point
of losing any chance for a productive outcome.
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Example:

Say “yes, and” when your own emotions start to rise. Sometimes
an employee explaining their concerns to us can trigger our own feelings of
uncertainty, discomfort, or even defensiveness. When our own emotions rise, we
may want to say, “yes, but” to defend ourselves, our ego, or our position. If you
can muster the discipline in these moments to instead say “yes, and,” it can
prevent the situation from escalating and lead to more effective, productive
outcomes.

A company leader was very driven and intense, though he was also very supportive and kind. His
passion for his ideas would often come across as anger, or as if he were trying to dominate the
discussion and steamroll over people. In chatting with me he said, “the thing is, | never feel like my
anger is above a 3 on a scale of | to 10.” My response was, “that’s great! And do your people know
that? Because if they feel like you are at an 8 or 9, then that is the way it impacts them, regardless.”
That made him pause as he realized he needed to pay more attention to the impact his energy was

having on his people.

5) Say "Yes, And!" to Collaboration

Leadership at its highest level is more about helping your people be effective than telling them
what to do and then making sure they do it. When you make collaboration a priority, it moves
you from authoritarian leadership to a more team-based style of leadership. This positioning is
useful when leading through change because people are more likely to embrace change when
they feel they have some agency and control. By collaborating with your staff and giving them
the tools they need to be successful, you give your people that much-needed sense of agency,
which in turn makes them more likely to accept change.

Actions:

Involve and invite. By having conversations and getting input on proposed
changes, rather than simply dictating what must be done, you are inviting
collaboration. This won’t always be possible but the mare you can invite
participation, and the more people see their involvement actually making a
difference, the more likely they are to embrace the resulting change rather than
resist it.
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Example

Let go of rigid visions and plans. You may come up with a great plan
that you think everyone will love, but then be surprised when people don’t jump
on board. If you can let go of your rigid plan and listen to what your people are
telling you, you can use that input to shape and strengthen your plan. It will help
them feel they're in a collaborative environment, and seeing some of their input
in the vision and plan will help them to embrace it.

Allow small steps of initiative. When you are leading change this way,
employees may come up with their own ideas, different ways of executing the
change, or things they can do differently in the new environment - ways that
may be different from what you had in mind. You may not even be sure about
how they will work. In those cases if you say “yes, and,” give up a little bit of
control, and let them take some small steps and actions, it immediately gives
them a sense of autonomy and control because they are acting on their own
ideas. These don’t need to be giant steps, either. Small actions can go a long way
toward building a collaborative environment where people are more likely to
embrace change.

A company leader was very driven and intense, though he was also very supportive and kind. His A
company once hired me to work with a select group of employees that were identified as having “high
potential.” Though they were seen as strong employees, the executive who hired me also said that they
were resistant to change, and he was concerned about their attitude. When | met with them and probed
a bit, | discovered that their resistance stemmed from the constant barrage of changes they were
asked or required to make that seemed to come out of nowhere. Without any involvement in the
decision-making process, or even a good discussion about the purpose of the change, their default
response was, unsurprisingly, resistance.
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Conclusion: Embrace Change
with 'Yes, And'

Hopefully your journey through The Change Leadership Playbook will enable you to transform your
leadership style and embrace change with “yes, and.” We've explored how this mindset can
revolutionize the way you lead, respond to resistance, and cultivate a culture of collaboration.

Your role as a change leader in the ever-evolving business landscape is pivotal. By adopting “yes, and,”
you've equipped yourself with a powerful tool to navigate change, inspire innovation, and foster a
resilient organizational culture.

The journey doesn’t end here. Continue applying “yes, and” in your leadership practices, and
encouraging others to do the same. As you do, you'll witness the transformation of your organization
into a place where change is embraced, creativity thrives, and collaboration flourishes.

Remember that change is an ongoing process, and so is your growth as a change leader. Stay curious,
open to new ideas, and willing to adapt. Your commitment to “yes, and” will lead to a brighter, more
innovative future for your organization.

An Invitation ...

v Are you a leader tasked with guiding people through a large change?

v" Are your employees/members/volunteers resisting the change and making life
harder, more stressful, and less enjoyable than you would like?

v" Are you feeling like you spend so much time dealing with “yes, but” responses
that it drains your ability to get your other work done?

Then please contact me now to see how I can help!

As a speaker and trainer, | empower leaders to navigate and lead change and inspire
employees to say, “yes, and” to embracing change.
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Here are three ways | can work with your organization:

1) Speaking at Your Annual Meetings,

Town Halls, All-Employee Events, etc.

| can present these ideas to a large group of people in a short period of time (45 to 90 minutes).
my presentations are fun, engaging, interactive, motivational, and designed to open minds and
get people started down the path of adaptability and innovation.

| can speak to large groups of employees and inspire them to embrace the power of “yes, and” to
respond to change, increase innovation, and be more engaged. | can also speak to groups of
leaders on how they can embrace and employ “Yes, And Leadership,” using the powerful idea to
build rapport, collaboration, and engagement.

2) Conducting Training At Your Workplace

| greatly enjoy working hands-on with a smaller group of people for a longer time, where the
focus is on skill transfer. | can give your team the skills and practice to implement these ideas in
the real world. These can be one-off trainings or ongoing sessions.

These sessions can also be for employees as a method to build culture and embrace change, or
for leaders as a way to train them on how to truly become “yes, and” leaders.

3) Consulting With Your Leaders

| would be happy to consult with your leadership or executive team to analyze and advise on how to
build a “yes, and” culture that is agile, innovative, and collaborative.
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Have Your Events Gone Virtual?

| can also deliver my keynotes and workshops virtually! Though the
experience is different from being in-person, my virtual presentations
incorporate humor, improv comedy, and interaction that creates a
unique, high-energy, fun, and funny experience for attendees.

Not Sure Which Option is Best?

Contact me now and I'll help you determine which approach is the best
fit for you and your organization.

484-366-1793
avish@avishparashar.com
www.AvishParashar.com
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