


Defining Change Management

“The systematic approach and application of knowledge, 
tools and resources to deal with change… defining and 

adopting corporate strategies, structures, procedures and 
technologies to deal with changes in external conditions and 

the business environment.”

(http://www.superglossary.com/Definition/Human_Resources_%28HR%29/Change_Management.html)



(The Chimp Paradox, Peters, 2011; Thinking, Fast and Slow, Kahneman 2011)

The Brain & Change Management
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❑Conflict Management

❑Delegation

❑Emotional Intelligence

❑Goal-Setting

❑Leadership

❑Management Skills

❑Motivation/ Empowerment

❑Negotiation

❑Personality & Self-
Awareness

❑Power/Influence

❑Resilience/Stress 
Management 

❑Teamwork

❑Time Management

Change Management Skills



Change Management Models

ADKAR Change Management Model

McKinsey 7S Framework



Outline

1. Defining the Change 2. Implementing the Change 3. Sustaining the Change



1. Establish a sense of urgency

2. Create a guiding coalition 

3. Develop a vision and strategy 

4. Communicate the change vision

5. Empower employees for broad-
based action 

6. Generate short-term wins

7. Consolidate gains and produce 
more change

8. Anchor new approaches in the 
culture

(Kotter, 1996)

Kotter’s 8-Step Change Model



(Kotter, 1996)

Kotter’s 8-Step Change Model

DEFINE

IMPLEMENT

SUSTAIN



1. Defining the Change



1. Establish a Sense of Urgency



(Beckhard & Harris, 1987; Kurt Lewin, 1947)

CURRENT STATE
• current roles
• known skills
• known styles

• clear relationships
PERFORMANCE

TRANSITION STATE
• flux

• experimentation
• uncertainty
• learning

UNDER PERFORMANCE

FUTURE STATE
• uncertain roles

• new skills
• new styles
• different 
relationships

IMPROVED 
PERFORMANCE

Change Simplified



2. Create A Guiding Coalition

Identify your company’s:
▪Innovators

▪Early adopters

▪Early majority

▪Late majority 

▪Laggards

Make use of your company’s:

❑Social/cultural architects

❑Change agents/champions

❑Informal leaders/informal 
coalitions (Rodgers, 2006)

(Ryan & Gross, 1943, & Rodgers, 1962) 

Coalition: a temporary alliance 
for combined action



Stakeholder Mapping

HIGH POWER
LOW INTEREST

(keep satisfied)

HIGH POWER
HIGH INTEREST

(key player)

LOW POWER
LOW INTEREST

(minimal effort)

LOW POWER
HIGH INTEREST

(keep informed)

Power-interest Grid
(Mendelow, 1991)
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WHY
HOW

WHAT

(Start with Why/The Golden Circle - Simon Sinek)

3. Develop a Vision and Strategy
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Change Management
Vision & Strategy



Making Strategic Decisions — 5 Steps for Success



2. Implementing the Change



RIGHT AGENDA

RIGHT TIME

RIGHT WAY

SQUARE OF COMMUNICATION 
(Peters, 2011)

RIGHT PLACE

RIGHT 
PERSON

4. Communicate the Change Vision
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The Right Way



The Right Agenda

Important
Urgent

NB! List in order of 

priority

Important
Not Urgent

(Short/long term)

NB! Always date action & 

work towards these 

incentives

Not Important
Urgent

NB! Bin/reschedule/

prioritise

Not Important
Not Urgent

NB! Bin time wasters

- 
Im

p
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an

t 
+

+ Urgency - 

Task Prioritisation/Eisenhower Quadrants

+ Im
p

o
rtan

t -

“quadrant of 
immediacy”

“quadrant of 
delusion”

“quadrant of 
effectiveness”

“quadrant of 
waste”

+ Urgency - 

https://www.youtube.com/watch?v=fmV0gXpXwDU

https://www.youtube.com/watch?v=arj7oStGLkU

https://www.youtube.com/watch?v=fmV0gXpXwDU
https://www.youtube.com/watch?v=arj7oStGLkU


RIGHT AGENDA

RIGHT TIME

RIGHT WAY

SQUARE OF COMMUNICATION 
(Peters, 2011)

RIGHT PLACE

RIGHT 
PERSON

Effective Communication



Maslow’s (1959) Hierarchy of Needs 

Self-actualisation

personal growth and fulfilment

Esteem Needs

achievement, status, responsibility, reputation

Belongingness and Love Needs

family, affection, relationships, work group, etc.

Safety Needs

protection, security, order, law, limits, stability, etc.

Biological and Physiological Needs

basic life needs – air, food, drink, shelter, warmth, sleep, etc.

5. Empower Employees for Broad Based Action



Motivation: Safety Needs



6. Generate Short Term Wins



Leading High-Performing Change Teams

 

1. Give Productive Feedback
 

2. Get To Know Your Team Members On an Individual Level

3. Communicate Your Expectations Clearly

5. Listen to Your Team Members

4. Work on Your Conflict Management Approach

6. Take The Blame And Share The Credit

7. Leverage Accountability

8. Celebrate Your Team’s 
Victories



3. Sustaining the Change



CHECK

ACT DO

PLAN

DEFINED 
CRITERIA

Shewhart/Deming/PDCA cycle

7. Consolidate Change and Produce More Wins



8. Anchor New Approaches 

in the Culture



Organisational Culture

(Johnson & Scholes, 1999)



✓Establish a sense of urgency

✓Create a guiding coalition 

✓Develop a vision and strategy 

✓Communicate the change vision

✓Empower employees for broad-
based action 

✓Generate short-term wins

✓Consolidate gains and produce 
more change

✓Anchor new approaches in the 
culture

(Kotter, 1996)

Kotter’s 8-Step Change Model



1. Defining the Change 2. Implementing the Change 3. Sustaining the Change

In Conclusion…

THANK YOU!



Your Contributions and Efforts are Appreciated 
and It Matters



Creating Personal Capacity

Sleep is critical for 
effective decision 

making!

Warning!
Excess caffeine 

compromises sleep 

and thereby our 

decision-making 

effectiveness 



Leadership is about putting all 

the pieces together to drive the 

organisation forward. 

The leader doesn’t have to 

generate those pieces but rather 

facilitate those whose job it is. 
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