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RESOURCES THAT WILL BENEFIT VETERAN ENTREPRENEURS AND THEIR FAMILIES

IDENTIFYING AND DEVELOPING 
SUCCESSFUL MENTORSHIPS

ACCESSING APPROPRIATE CAPITAL

GROWING, MANAGING, & 
SUSTAINING BUSINESSES

DEVELOPING & UTILIZING 
SOCIAL CAPITAL BUSINESS &

MANAGEMENT
SKILLS

IN SERVICE TO THOSE WHO HAVE SERVED 315.443.9636   ivmf.syracuse.edu   veteranentrepreneurship.org 
IVMFSyracuseU

VETERAN ENTREPRENEURSHIP

60%

Stress 
management

Family-Life balance/
Work-Life balance

Communication 
tactics

Money 
management

44% 38% 36%

VETERAN ENTREPRENEUR ECOSYSTEMS
COMMUNITY-BASED 
LEARNING & SUPPORT
Help veterans grow their 

informal and formal networks by 
connecting them with others.

COLLABORATION BETWEEN   
VETERAN & ENTREPRENEURSHIP  
 SERVICE ORGANIZATIONS

Increased collaboration and 
coordination across and between 
services can help veterans identify 
appropriate support and resources  
for their business.
 

 ENTREPRENEUR- FRIENDLY 
POLICIES

Policies that encourage 
entrepreneurial endeavors have 
been shown to positively impact 
entrepreneurial ecosystems.

INFORMATION ON EDUCATIONAL 
RESOURCES & PROGRAMS

Information will help veterans better 
understand which programs and 
services are best for them considering 
the current state of their business 
(i.e., ideation, startup, and growth).

SKILLS LINKED 
TO MILITARY 
EXPERIENCE

VETERAN ENTREPRENEURS:

Are more likely to own a business than nonveterans

Tend to out-earn nonveteran entrepreneurs

Are diverse in age, race/ethnicity, disability, and experiences

Entrepreneurial activity may vary by age, gender, race/ethnicity,  
and length of service

TRAITS OF HIGH-PERFORMING ENTREPRENEURS:

Good decision-making in chaotic environmnets

Confidence in ability and skills

Independence

High self-efficacy

MOTIVATIONS FOR PURSUING ENTREPRENEURSHIP

DISSATISFACTION 
WITH THE CIVILIAN 
WORKFORCE

CREATIVITY & 
FLEXIBILITY

FINANCIAL & 
INDEPENDENCE

RECOGNIZE 
BUSINESS 
OPPORTUNITIES

FAMILY & WORK 
LIFE BALANCE

VETERAN RESOURCES
RESOURCES VETERAN ENTREPRENEURS FIND MOST HELPFUL

Education
Mentorships
Business Planning/Business Plan Write-Up
Networking/Peer Network
Information On/From Conferences and Workshops
Social Media/Website
Marketing Strategies

THREE CENTRAL BARRIERS/THEMES FACING 
VETERAN ENTREPRENEURS

ACCESS TO 
FINANCIAL CAPITAL

PEOPLE AND SOCIAL CAPITAL DECISION MAKING



http://alibaba.helloalice.com/


https://streetsharesfoundation.org/the-veteran-small-business-award


How do I begin the process of a reorganization? 

Below are steps to help you in your reorganization. 

STEP 1 – Define the Problem 

 Determine whether existing jobs and structures are meeting department goals

 Consider what factors contribute to effectiveness of jobs and structure

 Identify methods for collecting input from staff

o Verbal, written, and surveys

o Problem-solving teams

o Review committees

STEP 2- Identify New Structure 

 Distribution of functions throughout the organization (definition of functions to be

performed, groupings of functions, and the relationships among functions)

 Vertical and horizontal authority relationships

 Think outside of the box – are there other units doing similar work? Can a strategy to

capitalize on economies of scale to reduce redundancies across campus?

 Communication/decision-making process (how formal decisions are made and by whom,

and the information system established for decision-making)

 Internal departmental policies (the decisions, rules, or guidelines established in

production, personnel, purchasing, research and development, and other areas)

 The attributes of department employees (includes abilities, skills, experience, and other

behavioral issues)

STEP 3- Develop a Reorganization Proposal 

 Timeframe

 Reasons for reorganization

 Before and after organization charts

 Position descriptions for new, changed positions

 Names, titles of employees to be affected by changed, new reporting lines, physical

relocation, reduction in time, or salary implications

 Review of Affirmative Action impact (if applicable)

 Determine skills needed for each position

 Compare current skills with what is needed

 Determine training needs and resources

 Clarify mission, goals, and standards for success



STEP 4- Create a Communication Plan 

 Identify the different groups who will need communication and the different

messages/information they will need

 Determine series of review and update meetings with leadership

 Determine schedule of informational meetings with staff

 Plan communications outside department to announce reorganization

 Set up individual meetings with employees whose jobs will change significantly

 Review, reassess, and gather input during implementation

 Determine methods to get feedback during implementation

 Facilitate communication by remaining open to suggestions and concerns

 Schedule regular staff meetings

 Encourage all team members to share information

 Support brainstorming and consensus decision-making where appropriate

 Include systems that will provide regular feedback from management, staff, and client

groups

How do I ensure my department is accepting and not resistant to the reorganization? 

 The purpose of the reorganization needs to be clear. When employees don't understand

why changes are implemented, anxiety and suspicion often fill the information vacuum.

 Employees must understand the need for the change. Even if employees understand the

reasons for change they may disagree with management's perspective and decisions

made.

 Employees must be involved in the planning. People support what they helped create. If

employees do not believe they have enough input in planning change, resistance may

increase.

 Communication regarding the reorganization is clear and frequent. Even if the change

affects only one other person, communication can be easily distorted.

 Key people in the organization must advocate the change. If employees believe their boss

or other important individuals/groups don't support the change, acceptance is difficult to

secure.

 Avoid excessive pressure. When employees are already feeling overworked, the

additional pressure brought on by the change may create resistance.



 Communication to all stakeholders that the initial restructure is a work in progress and

some aspects may need to change as the new duties and responsibilities become a part of

the day to day operation.

 Employees may need to be reassured in the following areas:

o No negative impact on their social relations. If employees view the change as

adversely affecting the way they relate to people significant to them, acceptance is

reduced.

o Will not decrease their autonomy, the level of challenge the job offers, the type of

feedback they receive, or the degree of importance the organization places on

their jobs.

o If employees have been exposed to a long history of poorly-executed changes. If

the employees believe that the organization is involved in another ill-planned

reorganization, their enthusiasm will be greatly diminished.

o Mistakes will happen. The employees cannot fear failure. Change involves

learning and learning usually involves mistakes; when people are not given the

freedom to make mistakes while learning, they may be afraid and easily

discouraged.

o The employees may lack confidence in their capacity to implement the change, or

in management's commitment to the training they need.

o Employees perceive that organizational objectives of the change and their own

personal goals are incompatible. Resistance is increased if employees believe the

change will block or significantly restrict the achievement of their own personal

ambitions.

Why is communication critical in a reorganization? 

To Get Information Out 

 To clarify the reasons for change

 To describe the benefits of the change

 To offer a detailed picture of the new organization

 To describe how the change will take place

 To provide information on support/resources

To Gather Information 

 To get input from the people affected

 To get feedback on how the change is proceeding

To Affect Attitudes and Behavior 

 To show that change is a beginning, not an end



 To create an atmosphere that supports the new identity/culture

 To encourage risk-taking and openness to change

 To move toward a collaborative team approach

To Offer Support During the Change 

 To acknowledge loss/fear/resistance

 To show how loss will be counteracted by the advantages of the new organization

 To provide tools (training/information/praise)

 To reduce isolation and foster teamwork






