CHANGE MANAGEMENT

MY PROFESSOR SAID WHEN ANSWERING A QUESTION ABOUT CHANGE MANAGEMENT – TO GIVE AN EXAMPLE OF A COMPANY / COMPANIES that became successful regarding change management. EXAMPLES ON THE SLIDE AND BELOW VIDEOS
1.LEWIN’S FORCE FIELD ANALYSIS:
https://www.youtube.com/watch?v=kerDFvln7hU
2.KOTTER’S MODEL OF CHANGE WITH EXAMPLES OF COMPANIES 

https://www.youtube.com/watch?v=SqSsFFehidM
3.EXAMPLES OF COMPANIES WHO IMPLEMENTED SUCCESSFUL CHANGE

https://insights.profitand.com/blog/real-life-examples-of-successful-change-management-in-business
4.HR HAS A CRITICAL ROLE TO PLAY IN CHANGE MANAGEMENT

https://www.youtube.com/watch?v=SqSsFFehidM
5.5 WAYS TO LEAD IN AB ERA OF CHANGE

http://www.ted.com/talks/jim_hemerling_5_ways_to_lead_in_an_era_of_constant_change?utm_source=newsletter_daily&utm_campaign=daily&utm_medium=email&utm_content=button
Source: NCI Library

What Makes Change Work?
One of the most vital components of any change programme is strong leadership. We consider the views of John Kotter on the importance of creating a vision, and driving change through decisive and skilful leadership.
Kotter’s Eight-Step Model for Successful Change [1]
John Kotter is a world-renowned expert on transformational change. His work provides a common sense framework grounded on simple tenets: create and communicate a vision and get the organisation onside. Having studied the change efforts of over 100 organisations, Kotter identified the most common errors, using them to formulate an eight-step model for successful change.

1. Establish a sense of urgency  

When establishing the case for change, it is vital to outline a clear business case based on sound market and environmental data. It is then the role of the change leader to communicate this strongly to the organisation as a whole. Without widespread support, the change effort will fail. Kotter argues that leaders sometimes underestimate how difficult it is to shake people out of their ‘comfort zones’ as they can be put off by the unpleasant realities of change.

Kotter recommends a full and frank discussion between the Change Leader and employees outlining the problems with the status quo and the need for change. Particular attention should be paid to making sure that people understand change and feel part of the process. 

2. Create a powerful coalition  

It is often not possible to convince everyone in your team/ organisation that the change programme chosen is the right one. However, it is vital to establish a coalition of the most influential people to get behind the idea. Without visible management buy-in, people will not be convinced. The coalition should grow in size over time, as a convincing business case is made.

Kotter recommends weekend retreats for the coalition to foster a sense of common purpose and teamwork.

3. Create a vision  

Establish a compelling and pragmatic vision for the change programme. The vision must appeal to your team/organisation as a whole. Kotter says that if the vision cannot be communicated in five minutes or less, it is likely to be too inaccessible. The vision should capture how things will be/feel once the change has taken place.

4. Communicate the vision  

Use every possible medium of broadcast to communicate your vision. Open and transparent communication is particularly important if downsizing is likely to be an element of the change programme. Incorporate discussion of the vision into your day-to-day dealings with all relevant stakeholders.

5. Empower others to act on the vision  

Any potential obstacles to the vision should first be identified, and then addressed before everyone can be empowered to act on it. Obstacles might include the organisational structure, remuneration or appraisal systems, or unwilling individuals in management positions.

6. Plan for and create short-term wins  

It will be extremely difficult to keep the entire organisation onside if there is no visible evidence of success. Make sure that short-term goals are incorporated into the longer-term vision.

7. Allow sufficient time to consolidate improvements  

Kotter argues that the change process can take up to 10 years before it fully embedded. If the change team is impatient, or they lack a sense of urgency, victory might be declared too early. A premature celebration will breed complacency.

8. Anchor changes in the organisation’s culture  

New behaviours have to be rooted in the culture, values and daily practices of the organisation. If they are not, it will be all too easy to slip back into old habits. In order for this to happen, colleagues have to be shown the benefits of the new organisation. In addition, new management have to understand and personify the fresh approach.  

 

