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INSIGHTS
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Managers assess that 69 % of 
transformations fail due to 
insufficient change management 

66 % of CEOs of the largest German 
companies are facing the challenge 

to guide their companies through 
fundamental transformations
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Successful CEOs apply a significantly 
different approach to change 

management than does the majority

//03



the problem lies—
The majority of 
executives 
fail with their 
transformation
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 ` The biggest challenges for strategic transfor-  
 mations today

 ` Key cornerstones of strategic change as  
 practiced by outstanding companies 

 `How to successfully lead future transformations

In 2023, megatrends such as digitalization and sustainabili-
ty will continue to be the most relevant triggers for strategic 
transformations. The introduction of new IT systems, reor-
ganizations, and automation, mostly overlapping with each 
other, complicate matters further. A highly volatile business 
environment with an accumulation of political, social, health, 
and climatic grievances and crises adds to the challenge. The 
comparison to the top trends from 2020 shows their direct 
impact on companies' strategies and operations.

Fig. 1. The predominant drivers of change from 2020 have gained even more importance

© Porsche Consulting

Digitalization

TOP TRANSFORMATION TOPICS

Sustainability

New IT systems

Reorganization

Automation

91 %
86 %

83 %
64 %

64 %

69 %
76 %

67 %
58 %

70 %

German CEOs set high goals for themselves and their 
teams: two out of three (66 percent) seek to fundamen-
tally transform their company within the next two years. 
The underlying reasoning: to prevail in a highly compet-
itive global market, no stone remains unturned, and en-
tire business models are up for discussion. The mandate 
of top executives is to answer to their stakeholders: how 
can I ensure a competitive edge next year, five years from 
now, or even in the next decade – all the while ensuring 
operations continue smoothly without interruptions and 
meeting quarterly targets?

It is the core mandate that C-level executives are measured 
by, and the prime factor that makes or breaks careers. It is 
no wonder that many executives rest uneasy at night. The 
Porsche Consulting Change Management Compass 20231, 
surveying leading managers at Germany’s 100 largest com-
panies every second year, shall serve as an orientation for 
CEOs and their teams to understand: 

1 Online survey, test period: April 4–June 30, 2022; participants: 116 executives of the largest German companies with a representative industry average

2022 2020
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Sustainability

Integrity and compliance

TOP 3 ASCENDING TOPICS

TOP 3 DESCENDING TOPICS

Diversity

Process optimization

Change of location/relocation

Reorganization

83 %
64 %

37 %
48 %

54 %
36 %

64 %
72 %

17 %
26 %

76 %
69 %

Fig. 2. Most significant changes compared to 2020
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For every CEO, this poses fundamental challenges. While 
the need for strategic change leaves no industry unaffect-
ed, seven out of ten transformations fail. The problem is es-
pecially prevalent in the public sector and at infrastructure 

2022 2020

companies: more than 90 percent of transformation efforts 
miss their target. Even transformation-experienced tech-
nology and telecommunications firms as well as chemical 
and pharma companies trail closely behind.
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Public sector and 
infrastructure

Failure to achieve all transformation goals

Automotive 
and supplier

INDUSTRY COMPARISON

Technology and 
telecommunications

Transportation, traffic 
and logistics

Chemistry and 
pharmaceuticals

Mechanical and 
plant engineering

Consumer goods 
and trade

Others

>90 %

80 %

56 %

60 %

75 %

69 %

60 %

68 %

Fig. 3. Transformation failure rate per industry
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Interestingly, the problem rarely lies in the analysis of the 
company’s initial situation or the definition of an adapt-
ed strategy. Instead, failure looms in the inability of many 
executive teams to activate their workforces for the up-
coming changes. While willingness to change at the man-
agement level has increased significantly over the last two 
years (from 27 percent to 47 percent), over half of German 
middle managers still lack the necessary drive to truly im-

plement the necessary changes, and about two-thirds lack 
the necessary skills to do so. The situation is even more 
critical further down the hierarchy. A staggering 69 percent 
of employees are not willing to change; even more fail to 
bring the necessary skill set to the table.

7/10
A total of

transformations fail



53%

69%

64%

72%

RESISTANCE SKILL GAP

Middle 
Management

Employees
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Fig. 4. Transformation readiness according to hierarchical level
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In other words, the gross majority below the executive level 
isn’t willing to follow through with a transformation—and 
even if they wanted to, they lack the necessary skills. No 
matter how clear the business case, at many companies 
it simply doesn’t translate into reality. Behavior, deci-
sion-making, and old habits preserve the status quo and 
allow it to triumph over direly needed change. 

And yet, some CEOs succeed in their transformations. What 
is it that these three out of ten leaders do differently than 
the rest? The next chapter focuses exactly on these differ-
ences and distills the essence of what makes or breaks stra-
tegic transformations. 
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to succeed— 
Managing 
transformations 
holistically 



S T R A T E G I C 
C H A N G E

 M A N A G E M E N T

COMMUNICATION

LEADERSHIP

NEW WAYS OF 
WORKING

GUIDELINES & 
POLICIES

FUTURE 
SKILLS
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Fig. 5. The five forces of change of strategic change management

To activate people for behavioral change in all areas of an or-
ganization, much more than the occasional newsletter and 
training sessions are needed, for they merely scratch the sur-
face of the skill and will of their target audiences. Motivated 
managers in charge of transformation efforts very often do in 
fact come up with creative ideas, which are then labelled with 
catchy terms such as “walk the talk” or “compelling purpose.” 

All too often, though, such essentially good ideas are put 
together in a non-structured way, resembling a potpourri 
of actionist initiatives with short-term effects like bush-
fires. Sustaining behavioral change rarely follows, appar-
ently reaffirming cynics among the managerial ranks who 
had opposed the transformation right from the start. Ini-
tiatives die, transformations fail, and cynics feel reassured 
in their complacency. 
 
Those are the stories stemming from the seven out of ten 
transformations that fail. Unstructured approaches and 
focus on all too obvious formats fall short of the complex-
ity organization-wide change requires. Porsche Consulting 
gathered evidence from those companies who underwent 

transformations successfully and reconstructed the ap-
proach of those three out of ten companies who triumph in 
their strategic endeavors. In those companies, five forces 
of change represent the most relevant levers for organiza-
tion-wide change:

Activating employees on 
all levels of consciousness

Findings from the field of behavioral economics offer a 
clear picture on how to succeed in organizational change 
at a large scale. Both instinctive (fast) and rational (slow) 
thinking need to be addressed to truly activate people for 
change. If instinct-driven behavior is not considered, sta-
tistical analyses show a significant increase of the transfor-
mation failure rate. Read more on the scientific background 
of behavioral economics in the Porsche Consulting white 
paper “Strategic Change Management.”

https://www.porsche-consulting.com/de/medien/publikationen/detail/strategy-paper-strategic-change-management/
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Fig. 6. Effect of five forces of change on transformation success

5 FORCES – EFFECT ON TRANSFORMATION SUCCESS

New ways of 
working

20% 20%40% 40%60% 60%80% 80%100% 100%

Leadership 68 %39 %

Communication 59 %42 %

Guidelines and 
policies 42 %18 %

60 %38 %

Future skills 37 %36 %

Leadership
CEOs must passionately animate people to change. Only if the 
impulse comes from the very top will the transformation be 
backed by the necessary authority and carried by undeterrable 
determination. Trickling down to direct reports and further on 
to middle management, executives at all levels must actively 
animate people to passionately drive the transformation. 

Communication
Considering the paramount role of leadership, communication 
in a transformation must come from the top. Clear messages 
must be repeatedly placed, especially by the CEO. Executives 
of all levels need to be an integral part of the communica-
tion measures to enthuse all employees in all departments for 
where the company is headed. 

Guidelines and policies
Executives need to adjust the regulatory context so that it en-
courages favorable new behavior patterns. People will always 
strive for their own benefit, and if incentives aren’t aligned 
with the transformation’s goal, they will undermine necessary 
changes. 

New ways of working
Current modes of collaboration must give way to agile work 
modes. Executives should design the facilitating physical and 
digital workspaces accordingly, as the dynamically changing 
environment of a transformation continues to require swift 
and effective responses to fulfill market and stakeholder de-
mands.

Future skills
Will and skill are the foundation upon which every transfor-
mation needs to build on. Thus, executives must up- and re-
skill their workforce to attain relevant competencies for the 
future. The most compelling purpose and clearest mission 
statement, the most innovative collaboration model and work 
environments are worthless if staff members don’t know how 
to put them into practice. 

According to the managers surveyed, the application of these 
five forces are crucial determinants whether a transformation 
reaches its goal or if it will merely add to the seven out of ten 
that fail:

Application of force in succeeding transformations

Application of force in failing transformations

Relevance of force 
of strategic change



Within the five forces of change, the 
Porsche Consulting Change Manage-
ment Compass 2023 has unearthed 
further, more detailed patterns that 
clearly set apart companies who trans-
form successfully and those who fail. 
The following findings shall thus serve 
as a detailing guideline as decision 
makers set out to compose their very 
own Strategic Change Management 
design.
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2.1 Leadership

For several reasons, leadership must be considered the 
primary of the five forces. First of all, change management 
must be a personal priority for any CEO whose company is 
undergoing a strategic transformation. Among the success-
fully transforming companies, 81 percent of their CEOs take 
interest and an active part in their strategic transformation. 
On the contrary, only 25 percent of CEOs in failing companies 

show the same level of involvement—a clear indication of 
the power of example that trickles down from the C-level 
to direct reports, management teams, and eventually the 
broader workforce. Statistics support this hypothesis. If 
CEOs make change management a personal priority, trans-
formations display a high degree of target achievement.

Successful companies

Unsuccessful companies

CEO INVOLVEMENT IN CHANGE MANAGEMENT

81 %

25 %

© Porsche Consulting

Fig. 7. Effect of CEOs’ personal involvement on transformation success

Additionally, middle management plays a crucial role in 
scaling the CEO’s ambitions throughout the organization. In 
that capacity, they serve as catalysts for the remaining four:  
Communication must always come from the top and cas-
cade down the ranks to convey authority and legitimacy. At 
the same time, guidelines and policies can only by leveraged if 
leadership leads, rewards, and sanctions by them. Direct su-
pervisors are also crucial in setting up and role-modeling new 
ways of working and, not least, play an active role in the multi-
plication of future skills on their teams. To support this obser-
vation, the data reveal a striking statistical link: if managers 
lack the necessary skill set, we can observe a high probability 
of transformation failure. 

These results are especially worrying because managers un-
fold a multiplier effect on the broader workforce, as they pro-
vide orientation and serve as role models. Hence, especially 
in a transformation, leadership skills are indispensable to ac-
tivate employees for the upcoming changes. After all, if su-
pervisors are neither willed nor skilled to master necessary 
behavioral shifts, their team members cannot be expected 
to surpass their bosses in that matter. Thus, considering the 

paramount importance of leadership, CEOs need to system-
atically build change management capabilities among hun-
dreds or thousands of managers in their organization to rise to 
the challenge of a strategic transformation. 

Taking into account all executive levels, CEOs and middle 
managers alike must provide true leadership and convey 
a clear sense of direction in the form of vision and mission 
statements that convey a compelling purpose for the entire 
organization. Over eight out of ten successful CEOs under-
stand the importance of it, compared to just over half of the 
less successful ones.

“Leadership personnel have to explain the solid 
logic behind the change in precise detail (…
and…) organize the work such that employees 
can do what they’re good at. Then you’ll also get 
good results.”

Nikolaus Valerius
Member of the Executive Board | RWE Power AG
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Give a sense of direction

Foster controversial 
dialog 

Set new social standards 

Success factors
LEADERSHIP

81%
54 %

75 %
45 %

18 %
47 %
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Fig. 8. Change Management Excellence "Leadership" 

Successful Unsuccessful

Furthermore, it is important that CEOs don’t buckle under 
headwind and that they encourage an open exchange in which 
contradictory positions are discussed openly, allowing critics 
to vent and engage with leadership rather than instigating up-
heaval behind the scenes. Three-quarters of successful top 
managers stand up for what they believe to be right, com-
pared to less than half of failing managers. As one of the most 
powerful measures, this guideline is closely related to trans-
formation success.

The establishment of new social standards increases the like-
lihood for a transformation to reach its goal significantly. To 
underline the importance of this fact, two and a half times as 
many successful management teams as unsuccessful ones 
prioritize this topic. 

In contrast to traditional change management in which a 
sense of urgency—and thus an atmosphere of fear—is cre-
ated, it is more promising to create psychological safety. In  
other words: successful CEOs inspire their people to aspire 
the future instead of letting them run from danger. Over one-
third (36 percent) of the successful top executives lead by 
this principle, compared to less than one-quarter (24 per-
cent) of their failing colleagues.

Strategic change management must 
be a personal priority for the CEO – 
81% of successful CEOs actively lead 
transformations.
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2.2 Communication

Successful CEOs understand not to put all their eggs in 
one basket when it comes to communication. Instead, di-
verse channels need to be utilized, ensuring that key mes-
sages create a coherent picture across the entire commu-
nication landscape and reach every stakeholder, no matter 
their personal format preferences.

83 percent of successful CEOs communicate by this prin-
ciple, compared to only 53 percent of unsuccessful ones.

Across those multiple channels, the transformation narra-
tive and key messages need to be repeated over and over. 
Behavioral research shows that individuals need to hear 
a message at least ten times before it sinks in. Reality 
proves theory in this case, with significantly more suc-
cessful CEOs than unsuccessful ones heeding that advice.

Change communication must be con-
ducted across a multitude of channels 
– as practiced by 83% of successful 
CEOs.

Use diverse channels

Repeat it again and again 

Tell it to the point

Success factors
COMMUNICATION

83%
53 %

61 %
45 %

28 %
33 %

© Porsche Consulting

Fig. 9. Change Management Excellence "Communication" 

Moreover, successful CEOs get straight to the point instead 
of using hollow buzzwords, as people prefer clear and con-
cise information when it comes to transformations that affect 

them. While not too many executives in general have yet ar-
rived at that conclusion, we can observe a gap between suc-
cessful and failing leaders. 

Successful Unsuccessful
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2.3 Guidelines and policies

Successful executives adjust the regulatory context so 
that it encourages favorable new behavior patterns. In 
particular, the increase of authorities enables teams and 
individuals to make their own informed, decentralized de-
cisions that serve the overarching transformation goal. 
More than twice as many CEOs whose transformations 
reach their goals than those whose endeavors fail em-
power their teams in this way; the employees can then in 
turn take on more responsibilities to spur the necessary 
changes. 

To ensure that the organizational response will motivate 
employees to support the transformation process within 
those enlarged authorities, goals and incentives need to 
be adjusted accordingly. Left untouched, existing financial 
and social benefits do not necessarily support the goals 
set for the transformation. 42 percent of successful top 
executives have understood that mechanism, compared 
to only 18 percent of unsuccessful ones. 

To ensure the right amount of guidance nonetheless,  
rigid rules and the resulting constricting bureaucracy and 
micromanagement should be replaced by easily relatable 
behavioral guidelines. Thereby, people are freer to react to 
unforeseen circumstances and yet pass decisions in line 

Enlarge authorities 

Adjust goals and 
incentives

Replace rules with 
principles

Success factors
GUIDELINES AND POLICIES

47 %
20 %

42 %
18 %

15 %
36 %
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Fig. 10. Change Management Excellence "Guidelines and Policies" 

with the transformation goals, for which enlarged author-
ities mentioned earlier are the prerequisite. Again, more 
than twice as many successful CEOs compared to unsuc-
cessful ones have replaced rules with principles. 

Employee authorities need to be in-
creased – more than twice as many 
successful CEOs (47%) than failing 
ones (20%) empower their teams in 
this way.

Successful Unsuccessful
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2.4 New ways of working

CEOs should evolve current modes of collaboration into 
more agile work methods to allow for an optimal alloca-
tion of resources in the ever-changing environment of a 
transforming organization and furthermore enable swift 
and effective responses to fulfill market and stakeholder 
demands to grow resilience in the long term. Half of the 
successful top managers allocate their employees flexi-
bly, while only just over one-fifth of the unsuccessful ones 
prove as flexible.

As employees move across the organization more freely, 
temporarily staffed cross-functional teams shall address 
immediate business priorities, whose diverse perspectives 
strengthen innovation capabilities and decision quality in 
the critical times of a transformation. Again, successful 
executives have a clear edge on their failing colleagues.

Over three-quarters of successful managers complement 
enlarged authorities and the new ways of working men-
tioned above with a greater liberty for their employees to 
choose time, location, and focus of their work more freely, 
which leads to greater job satisfaction and productivity. 
Less successful executives trail behind by a significant 
margin in this respect. 

Enhance cross-functional 
collaboration

Allocate resources flexibly

Success factors
NEW WAYS OF WORKING

64 %
48 %

50 %
21 %

Empower people 46 %
67 %

© Porsche Consulting

Fig. 11. Change Management Excellence "New Ways of Working" 

While greater liberties and empowerment are determi-
nants for successful transformations, it must never dete-
riorate into an undirected laissez-faire work mode. Mile-
stones and goals must be continuously tracked to verify 
and possibly adjust focus and efforts. 
 

Human resources must be deployed 
flexibly – two and a half times as many 
successful CEOs (50%) than unsuc-
cessful ones (21%) heed this advice.

Successful Unsuccessful
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2.5 Future skills

Will and skill are the foundation upon which every trans-
formation needs to build on. The data showcases clearly 
that obtaining relevant skills is an even greater determi-
nant than a general openness to change. Thus, CEOs must 
see to it that necessary competences are amassed across 
large parts of the workforce, including and especially 
among their management teams.

A powerful lever to ensure employees have the necessary 
skill set is to provide the opportunity to self-directed up-
skilling. In contrast, more rigid, directed learning curricula 
increase the probability of a transformation to fail. That 
being said, learning content and available qualification 
programs must of course be aligned with the specific re-
quirements of the company. 

However, reality shows that up- and reskilling large parts 
of the workforce have low effect, possibly a negative one, 
if the other four forces are neglected. Generally, large-
scale reskilling programs are rare among all surveyed 
companies. Within that number, almost twice as many 
unsuccessful CEOs than successful ones reskill large 
numbers of their employees. However, when reading those 
numbers, it must be kept in mind that failing executives 
utilize leadership, communication, guidelines and policies, 
and new ways of working much less than successful ones. 

Self-directed learning must replace 
more rigid, directed learning curricula 
– otherwise, the likelihood for transfor-
mation failure increases significantly. 

Allow self-directed 
upskilling

Build own knowledge-
factories

Reskill large parts of 
the workforce

Success factors
FUTURE SKILLS

61 %
53 %

14 %
25 %

30 %
36 %
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Fig. 12. Change Management Excellence "Future Skills" 

It can thus be concluded that the benefit of training can-
not fulfill its effect, or may even have a negative effect, if 
the other four forces are not comprehensively leveraged 
alongside. Employees would train in a “vacuum,” in which 
purpose and direction are unclear, and possible fears re-
main unaddressed.

Successful Unsuccessful



Strategic change management and 
transformations in times of COVID-19 

Since the first Porsche Consulting Change Management Compass was published, the global COVID-19 pandemic has 
altered the way of collaboration and how workdays are organized. Naturally, change management needs to reflect these 
new realities, with significant repercussions especially for the change forces leadership and new ways of working. The 
four most striking findings from the 2023 Porsche Consulting Change Management Compass can be summarized as 
follows:

Consequently, strategic change initiatives must address the above issues. The four-point plan for hybrid change management 
outlined below shall serve as a guideline for CEOs and their management teams to master an already tricky challenge in even 
more challenging times:

Implement modern IT tools for remote collaboration to ensure seamless integration of both on-site and remote team 
members. Don’t stop short at video calls—collaboration must be absolutely fluid, for instance through real-time 
teamwork on digital whiteboards.

Set up informal learning sessions—preferably on Fridays when the workload tends to be lower—inviting colleagues 
to share knowledge in a compact meeting format over lunch.

Facilitate remote team events and exchange. Since 2020, the possibilities for such events have been countless—re-
mote wine tastings with breakout rooms for more private conversations among team members are just one of many 
examples.

Practice remote leadership and listen closely to your people. Remote work might make it harder to pick up hints, 
which is why executives should reserve slots in their calendar for regular informal check-ins with their team 
members.

01

02

03

04

 ` Almost eight out of ten (78 percent) managers surveyed  
 agree that new change strategies and tools are required to  
 master hybrid work environments.

 ` Over six out of ten (61 percent) struggle to understand  
 concerns and fears of their employees when collaborating  
 remotely.

 ` The absence of informal exchange at an on-site workplace  
 is seen as an obstacle to transformations by six out of ten  
 (60 percent) respondents.

 ` Additionally, the knowledge exchange through learning  
 from other colleagues is limited, as stated by over half of  
 the surveyed managers (59 percent).
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to internalize— 
Leading future 
transformations 
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As challenging as transformations are, the results of the 
Porsche Consulting Change Management Compass 2023 
are promising for those who are open to approach them 
differently than traditional change management suggests. 
Specifically, five forces of change have the power to ef-
fectively activate people for the upcoming changes and 
thus support CEOs in mastering their strategic agenda. 
While challenges and circumstances differ, the entirety of 

surveyed companies revealed a pattern that clearly dis-
tinguishes between those who triumph in their quest for 
strategic change and those who fail. The application of 
these five forces and the central success factors herein 
are shared across all types of transformations and indus-
tries. Carefully orchestrated to meet the specific challenge 
under the respective circumstances, success is likely.

The case of RWE Nuclear

In 2018, the nuclear power business of the RWE 
Group was consolidated into RWE Nuclear GmbH to 
manage the decommissioning of its nuclear power 
plants. Almost overnight, highly specialized engi-
neers, once priding themselves to be reliable nuclear 
energy providers, had to become experts in disman-
tling their own plants, the recycling of the resulting 
materials, and the correct packaging of radioactive 
waste. For those affected, the change could not have 
been greater. Therefore, strategic change manage-
ment took center stage from the beginning and was 
orchestrated across the five forces of change to un-
fold maximum transformational impact.

The executives created trust in their goals and ani-
mated their teams to pursue them. Emotional mes-
sages were repeatedly communicated to fascinate 
employees for the journey ahead. First milestones 
were publicly celebrated as visible lighthouses, fur-
ther raising confidence levels. Rooted in the resulting  

Thus, by tailoring the optimal approach along the 
five forces of change, the RWE board members suc-
ceeded in activating their workforce for change and 
continue to celebrate milestone after milestone in the 
energy provider’s most fundamental transformation 
in decades. 

Nikolaus Valerius, member of the RWE Power AG Exec-
utive Board, puts it this way:

Nikolaus Valerius, member of the RWE Power AG Executive Board

“Together with the employees we’ve laid a 
robust foundation (…) It has run smoothly 
thus far because we’ve communicated a 
coherent idea clearly and made strategic 
leadership a core part of our corporate 
culture.”

positive attitude, reskilling programs could unfold their 
full potential, while new development opportunities  
ensured sustainable behavioral change.
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By heeding the emerging transformational success factors 
and by taking a structured approach as outlined above, 
CEOs and their teams can overcome stalling change and 
create a successful future for their company and their em-
ployees. Nobody is doomed to make the same mistakes 

(or the mistakes of others) over and over. Every successful 
strategic transformation starts with a bold, inspirational 
CEO and is further carried by a skilled and motivated lead-
ership team. Let’s get the ball rolling from the top!

The case of Audi BKK  

The carmaker’s internal health insurance branch was 
confronted with increasing customer expectations 
towards their services. At the same time, bureaucrat-
ic processes and a low degree of digitalization had a 
negative impact on the customer experience. A big 
leap towards a customer-centric, agile performance 
organization, redefining its range of services, and en-
abled by the latest digital tools, was needed to remain 
competitive.

Over the last two years, the new strategy and the 
new target organization had already been adopt-
ed, but these strategic decisions have not yet been 
widely anchored among Audi BKK’s managers and 
employees, who experienced the last organizational 
transformation over one decade ago—in some cases 
longer than many of the employees had been with the 
company. Therefore, strategic change management is 
needed to create maximum acceptance and speed up 
the implementation towards the aspired agile perfor-
mance organization.

The leadership empowers its employees by entrust-
ing them with the realignment of the organization 
in workshop teams consisting of both management 
and non-management staff. Employees at all levels 
are engaged through target group-based, continuous 
communication across a multitude of channels, tim-
ing those repeated messages at key moments to un-

fold maximum impact. A very fundamental measure 
is taken to ensure the relevant future skills, as crucial 
management positions are advertised anew. Even 
internal managers have to reapply, doing away with 
a traditional and automatic promotion track. There-
by, the change team ensures that managers with the 
right skills and competencies are placed in the right 
positions to reap the full potential of the new orga-
nization.
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In Brief 

Strategic change management must be a personal priority 
for the CEO—81% of successful CEOs actively lead trans-
formations

Change communication must be conducted across a mul-
titude of channels—as practiced by 83% of successful 
CEOs

Employee authorities need to be increased—more than 
twice as many successful CEOs (47%) than failing ones 
(20%) empower their teams in this way

Human resources must be deployed flexibly—two and a 
half times as many successful CEOs (50%) than unsuc-
cessful ones (21%) heed this advice

Self-directed learning must replace more rigid, directed 
learning curricula—otherwise, the likelihood for transfor-
mation failure increases significantly
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Porsche Consulting
Porsche Consulting GmbH is a leading German strategy and operations consultancy and employs 720 people worldwide. The 
company is a subsidiary of the sports car manufacturer Dr. Ing. h.c. F. Porsche AG, Stuttgart. Porsche Consulting has offices 
in Stuttgart, Hamburg, Munich, Berlin, Frankfurt am Main, Milan, Paris, São Paulo, Shanghai, Beijing, Atlanta, and Palo Alto. 
Following the principle of “Strategic vision. Smart implementation,” its consultants advise industry leaders on strategy, innova-
tion, performance improvement, and sustainability. Porsche Consulting’s network of 12 offices worldwide serves clients in the 
mobility, industrial goods, life sciences, consumer goods, and financial services sector.

Strategic Vision. Smart Implementation.
As a leading consultancy for putting strategies into practice, we have a clear mission: we generate competitive advantage on 
the basis of measurable results. We think strategically and act pragmatically. We always focus on people—out of principle. This 
is because success comes from working together with our clients and their employees. We can only reach our aim if we trigger 
enthusiasm for necessary changes in everyone involved.
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Every two years, the Porsche Consulting Change Management Compass surveys relevant trends of change in the largest 
German companies. The focus is on the success rate of strategic transformations as well as influential framework con-
ditions and facilitating success factors. 

116 executives from the 100 largest German companies with a representative industry average took part in the compre-
hensive written survey between April 4th and June 30th, 2022. The derived results of the Porsche Consulting Change 
Management Compass have been validated using Bayesian statistics.
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