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Defining organizational change management kits

- Organizational change defined - Organizational change refers to the process through
which a company or organization goes through a transformation or modification of its
structures, strategies, processes, technologies, or culture.

> Triggers of change - This change process is often undertaken to respond to evolving
market conditions, competitive pressures, or internal factors, with the goal of improving
efficiency, effectiveness, or adaptability.

- Changes big and small - Organizational change can take various forms, ranging from
minor adjustments in processes or systems to major overhauls of a company's entire
business model or strategic direction.

- Process-oriented - Organizational change is often seen as a process model, involving a
series of steps. This structured approach facilitates systematic implementation, reducing
resistance and enhancing success.
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Four key process models each emphasizing crucial
elements of organizational change management

Lewin’s «changing as three steps» (CATS): Unfreeze,
Change, Refreeze

: . > Kur in fir: fil

M B o il :#a;;:tsna tt?:e?:tcapb:'lidal:
— Unfreeze

— Change

— Refreeze

- Several subsequent approaches
follow a processual model of
sequential steps, which can be
broadly mapped to Lewin's
initial concept
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Kotters 8 steps

» Kotters 1990's & steps process model of
organizational change has been devised for change
practitioners from the start, providing clear
imperatives for action:

1. Establishing a Sense of Urgency

2. Forming a Powerful Guiding Coalition
3. Creating a Vision

4. Communicating the Vision

5. Empowering Others to Act on the Vision

6. Planning for and Creating Short-Term Wins
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PR - 8. Institutionalizing New Approaches
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Kiibler-Ross five stages of grief applied to management kits

organizational change
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» In the 1990s, researches and
practitioners of organizational
change applied psychologist
Kiibler-Ross model of five stages
of grief to change management:

— Denial

— Anger

— Bargaining

— Depression

— Acceptance

- Focus lies on the individual

reaction to change and the
stages individual go through as
they deal with major change
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Prosci’s ADKAR model of change

A
D
R

Awareness - Of the need for change

Desire - To particpate and support the change

Knowledge - On how to change

Ability - Ta implement desired skills & behaviars

Reinforeement - To sustain the change
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» Another practitioner model,
ADKAR distinguishes 5 phases of
change

— Awareness

— Desire

— Knowledge

— Ability

— Reinforcement
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Lewin’s «changing as three steps» (CATS): Unfreeze,
Change, Refreeze
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Schein’s ‘Lewinian® Model
of Change/Learning 2010
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motivation to change

» Learning new concepts
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JP Kotter's 8-Steps of
Change 1995

Tichy and Devanna’s *3
Acts’ of Transformation
1986

Kolb and Frohman’s
Planned Change Model
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Schein and Bennis’
“Lewinian’ Model of
Attitude Change (Schein,
1961: Schein and Bennis,
1965)

Lippitt et al.’s 1958

Lewin’s classic
“foundation” 1947/1951
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Kurt Lewin first described
change as a three step model:

— Unfreeze

— Change

— Refreeze
Several subsequent approaches
follow a processual model of
sequential steps, which can be

broadly mapped to Lewin’s
initial concept

Source: Cummings (2016): Unfreezing change as tree steps: Rethinking Kurt Lewin’s legacy for change management, Human Relations, 69(1)
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Kotter’s 8 steps

EIGHT STEPS TO TRANSFORMING
YOUR ORGANIZATION

Establishing a Sense of Urgency
= Examining market and competitive realities
= Identifying and driscussing crises, potential crises, or major cpportunities

Ferming a Powarful Guiding Coalition
= Assembling a group with enough pewer to lead the change effort
= Encouraging the group Lo work together 25 a team

Creating a Vision
= Creating a vision to help direct the change efiort
- Develeping strategies far achieving that vision

Communicating theVision
= Using avery wehicle possibla to communicata the new vision and strategies
= Teaching mew behaviors by the example of the gusding coalition

5 Empowering Others to Act on the Visian
= Getting rid of obstacles 1o change

« Changing systems or structures that senously undermine the vision

= Encauraging risk taking and nontraditional ideas, activities, and actians

Planning for and Creating Shart-TermWins

= Flanning for visible parformance improvements

- Creating these improvements

= Recognizing and rewarding emgloyees involved in the improvemants

Consolidating Improvements and Producing Still Mere Change

« Using increased credibility to change systems, structures, and palicies that
don't fit the wisian

= Hiring, promoting, and developing employess who can implamaent the vision

= Reimvigorating the process with new projects, themes, and change agents

Institutionalizing New Approaches

= Articulating the connections between the new behaviors and corporate
sutcass

- Develeping the means te enswre leadership development and succession

- Kotters 1990’s 8 steps process model of
organizational change has been devised for change
practitioners from the start, providing clear
imperatives for action:

1.
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Establishing a Sense of Urgency

Forming a Powerful Guiding Coalition
Creating a Vision

Communicating the Vision

Empowering Others to Act on the Vision
Planning for and Creating Short-Term Wins

Consolidating Improvements and
Producing Still more Change

Institutionalizing New Approaches

Source: John P. Kotter (2007) Leading Change: Why Transformation Efforts Fail, Harard Business Review: https://hbr.org/2007/01/leading-change-why-transformation-efforts-

fail
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Prosci’s ADKAR model of change management kits

- Another practitioner model,
Awareness - Of the need for change ADKAR distinguishes 5 phases of
change

— Awareness

— Desire

— Knowledge

— Ability

— Reinforcement

Desire - To participate and support the change

Knowledge - On how to change

Ability - To implement desired skills & behaviors

Reinforcement - To sustain the change

Source: www.prosci.com
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Kiibler-Ross five stages of grief applied to management kits
organizational change

Stage of the Study - In the 1990s, researches and
KR Stage _1(@6months) 2(7-12months) 3(13-18months) 4 (19-24 months) practitioners of organizational
A Acceptance | | : change applied psychologist
Kubler-Ross model of five stages
Depmession of grief to change management:
— Denial
Bargaining — Anger
— Bargaining
Anger — Depression
Denial — Acceptance

I - Focus lies on the individual
@ =individuals interviewed once (37 total) reactlon to Change and the

o = individuals interviewed repeatedly (3 total—Connected lines represent one individual) . L.
stages individual go through as
FIGURE 1: Progression of Faculty Through Kubler-Ross (1969) Stages Over Time th ey d ea l W|th m aj orc h an ge

Source: Zell, D. (2003), Organizational Change as a Process of Death, Dying, and Rebirth, The Journal of Applied Behavioral Science 39(1). Also see Elrod P.D., Tippett, D.D.
(2002), The Death Valley of Change, Journal of Organizational Change Management 15(3)
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