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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)
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SYSTEM 2
HUMAN BRAIN
PREFRONTAL CORTEX
EXECUTIVE FUNCTION

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

SYSTEM 1
ANCESTRAL BRAIN
LIMBIC SYSTEM
INTUITIVE THINKING
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Change Management Skills

Conflict Management Negotiation
Delegation Personality & Self-
Emotional Intelligence Awareness

Goal-Setting E’ iilfv\ Power/Influence

Leadership Resilience/Stress
Management Skills Management
Teamwork

Motivation/ Empowerment
Time Management

HR



Change Management Models

ADKAR Change Management Model

Lewin's Change Management Template
T
: - —»
Awareness Desire Ability Reinforcement 7

Ensure awareness of Incentivize with Know how to create Closing the skills gap Measuring and
issues benefits and and how to sustain that limits change rewarding wins Unfreeze Change Refreeze
consequences change

Nudge Theory Process

CHANGE MODEL CURVE

based on Kiibler-Ross N
7N -
Shock Denial |Frustration [Depression|Experiment} Decision
surprise disbelief anger anxiety letting go self-reflg new beginning

overwhelmed | emctionless resistance sadness new view development

EMOTION / ENERGY

With this This is
Maybe expeiience | what '
I can now can.., going to do),

D) &) ¢
B\

TIME >

Brainstorm nudges

q

McKinsey 7S Framework



Outline

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




Kotter’s 8-Step Change Model

1. Establish a sense of urgency
2. Create a guiding coalition
3. Develop a vision and strategy

4. Communicate the change vision

(Kotter, 1996) @

5.

Empower employees for broad-
based action

Generate short-term wins

Consolidate gains and produce
more change

Anchor new approaches in the
culture

HR



Kotter’s 8-Step Change Model

apprg

5. Generate short-term wins
5. Empower employees for
broad-based action

4. Communicate the change
vision

(Kotter, 1996)
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1. Defining the Change




1. Establish a Sense of Urgency
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Buyer Power
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Market Growth Rate

Relative Market Share

Question Marks

$

Cash Cows

Calculate your gross, operating,
and net profit margins

Research competitors' margins

Compare results

' SALES
A FORECAST




Change Simplified

FUTURE STATE
* uncertain roles
* new skills
* new styles
TRANSITION STATE » different
e flux relationships
CURRENT STATE * experimentation IMPROVED
e current roles * uncertainty PERFORMANCE /
* known skills * learning
* known styles \UNDER PERFORMANCE/
* clear relationships

PERFORMANCE
- /

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



Coalition: a temporary alliance 2. Create A GU|d|ng Coalition

for combined action

ldentify your company’s: Make use of your company’s:

" [nnovators . _
JSocial/cultural architects

"Early adopters
IChange agents/champions

" Early majority
JInformal leaders/informal

. CoalitiOHS (Rodgers, 2006)
= ate majority

" Laggards

(Ryan & Gross, 1943, & Rodgers, 1962)
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Power-interest Grid
(Mendelow, 1991)

HIGH

POWER

LOW

Stakeholder Mapping
INTEREST

HIGH POWER HIGH POWER
LOW INTEREST HIGH INTEREST

(keep satisfied) (key player)

LOW POWER LOW POWER
LOW INTEREST HIGH INTEREST

(minimal effort) (keep informed)

INTEREST

HIGH

LOW

o

My
4
A
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(Start with Why/The Golden Circle - Simon Sinek)

3. Develop a Vision and Strategy

HR
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CLEAR
CONCISE

Vision & Strategy

ASPIRATIONAL

R
.
N

ACHIEVEABLE

by

VALUES

-
VISION ’ - Your long term direction, hopes.

Your stance, ethics, and beliefs.

a . -
}‘\ MISSION Your motivation and
\ purpose

| o~
STRATEGIES AND N
OBJECTIVES [\

ACTIONS AND KPI'S

Your plans,
sequencing

Your

— outcomes,

resources,
timeframes

HR



Making Strategic Decisions — 5 Steps for Success

= 1 Deflne the problem — ;4 -i

-
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ﬂ 4. Communicate the Change Vision

RIGHT TIME RIGHT PLACE

&1

RIGHT
PERSON

Teq

RIGHT AGENDA RIGHT WAY

g = ((‘r))

SQUARE OF COMMUNICATION
(Peters, 2011)
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A C C O U N T™ A B

1. Follower:
HIGH COMMITMENT
LOW COMPETENCE
Enthusiastic
Beginner

Leader Response:

TELLING/DIRECTING

4, Follower:
HIGH COMMITMENT
HIGH COMPETENCE

High Achiever

Leader Response:

DELEGATING

(Situational Leadership Theory, Hersey & Blanchard, 1969)

The Right Way

2. Follower:
LOW COMMITMENT
LOW COMPETENCE

Disillusioned
Learner

Leader Response:

SELLING/COACHING

3. Follower:
LOW COMMITMENT
HIGH COMPETENCE

Capable but

Cautious

Performer

Leader Response:
PARTICIPATING/

SUPPORTING

HR

d v 1L N N O D2 DO V

PARENT

N CHiD |

communication

+oXI0
communication

(Transactional Analysis, Eric Berne, 1961)

The Right Way: PAC Model

PARENT

HR
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The Right Agenda

+ Urgency -

“quadrant of

effectiveness”
NB! Always date action &

work towards +these +

mcentives —

/ 2

T

A o
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e~
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3

(o 2

]
Not Important Not Important
Urgent
ydrar 8 Not Urgent “quadrant of
ion” NB! Bi dul ”
deIUSIon & 'il.r‘/orzifr: 4 6/ NB! Biv fime wasters WaSte

\ A\

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

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

N

Task Prioritisation/Eisenhower Quadrants + U rgency - . HR


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

RIGHT
PERSON

Stakeholder Mapping

|NTEREST
g HIGH

HIGH POWER
LOW INTEREST

(keep satisfied)

LOW POWER
Low INTEREST

(minimal effort)

wer-interest Grid

HIGH POWER
HIGH INTEREST

(key plaver)

LOW POWER
HIGH INTEREST

(keep informed)

RIGHT PLACE

1. Follower
HIGH COMMlTMENT
LOW COMPETENCE
Enthusiastic
Beginner

Leader Response

TELLING/D\RECT\NG

Leader Response

DELEGAT\NG

(situational Leadershio TheorV Hersev & lanchard, 1969

2. Follower
LOW COMMITMENT
LOW COMPETENCE

Dl‘Sl“uSlOV"Cd
Learner

Leader Response
SELLING/COACH\NG

3. Follower
LOW COMMITMENT
HIGH COMPETENCE

capable pbut
cautious
performer

Leader Response
PART\C\PAT\NG/
SUPPORTlNG

& The Right Agenda
+ Urgency -

S
QUARE OF COMMUNICATION
(Peters, 2011)
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Maslow’s (1959) Hierarchy of Needs

5. Empower Employees for Broad Based Action

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.

HR
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COMFQORIT . = LEARNING -
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Motivation: Safety Needs

psychiological sagely

RELATES 1O PERFORMANCE STANDARDS
AMY EDMONDSON

People are o'pen : People collaborate
and collegial but = e and learn in The

nofl cha"enged- = 52 - service of lnigln .=
On feams. theyvy performance. gelfing
fail tfo make complex and

major sirides. innovalive work

done.

ATHY ANXIELY

—F

ZONE ZONE

People show up at : X A People are reluctant :
work with their : (B=— X fo offer ideas. trvy z
hearts and minds : . o mwnew Things. or ask :
elsewhere: choosing: for help. pulting the :
self protection over : work at risk. =
exerfion. =

PERFORMANCE STANDARDS > HIGH

www. amycedmondson.com
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6. Generate Short Term Wins

>N L)
v 88
INVEST IN SET CREATE A CREATE
DEVELOPMENT MEASURABLE SHARED SPACE
GOALS SENSE OF FOR
PURPOSE HEALTHY

CONFLICT

HR



Leading High-Performing Change Teams

8. Celebrate Your Team'’s
Victories

7. Leverage Accountability

6. Take The Blame And Share The Credit

5. Listen to Your Team Members

4. Work on Your Conflict Management Approach

3. Communicate Your Expectations Clearly

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

1. Give Productive Feedback




GIC MA & C

N\ TS
3

"';f.?f" =

-
'l ‘9 sl

Crol

3. Sustaining the Change
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Shewhart/Deming/PDCA cycle

7. Consolidate Change and Produce More Wins

DEFINED
CRITERIA
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-
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8. Anchor New Approaches
in the Culture

— 4

IntegrationS <

new beginning

Shock Denial Frustration | Deprassion |Experiment] Decision

surprise disbelic anger anxiety
. overwhelmed ctionless resistance l sadness
;

adevelo f’) ment

EMOTION / ENERGY @
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Organisational Culture

Stories &
Myths

\ THE ICEBERG OF TOXIC CULTURE

EASY
TO SEE

Rituals &
Routines

Symbols

High
turnover

Quiet
quitting

Unmotivated
employees

Micromanagement No growth
opportunities
Unrealistic Overwork

expectations No flexibility

o Buri;\out

eelin G i culture
Control Power undeavad od et

Systems Structures Bt

communication
No salary

growth

Incompetent
bosses

Lack of
trust

Organisation

Structures BENEATH
THE SURFACE

Favoritism

Blame
culture

(Johnson & Scholes, 1999) | . HR



Kotter’s 8-Step Change Model

v Establish a sense of urgency
v'Create a guiding coalition
v'Develop a vision and strategy

v"Communicate the change vision

(Kotter, 1996) @

v Empower employees for broad-
based action

v’ Generate short-term wins

v'Consolidate gains and produce
more change

v Anchor new approaches in the
culture

HR



In Conclusion...

Tratfiag o Voltivolon | |

.

FCOMMUNCATION u:msmtmm |

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

THANK YOU!



Your Contributions and Efforts are Appreciated
and It Matters

@ UAE : Abu Dhabi ¥ infoesystemahr.com
D

KSA : Riyadh ¢ UAE:+971 50 240 8873
KSA: +966 59 810 6796

& systemahr.com




o>
'.nnubwmus
g.mSOVInS_
CLp238
=380f&0
o = 5 c .2
n gL 20
C 0o @+~ 'm0
O QT 0O &
_._vmmnee
o ©©
O

ty

rijuana

ing Personal Capac

Ma

Creat

Caffeine

ical)

{ino chem

Sleep is critical for
effective decision
making!

C . rate

HR



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.



AN ACTION PLAN FROM THE WORLD'S
FOREMOSYT EXPERY OM BUSINESS LEADERSHIP

john P Kotter

UPDATED EDITION

MILLION-COPY BESTSELLER

mindse
Changing the way you think to
fulfil your potential

DR CAROL S. DWECK

THE INTERNATIONAL BESTSELLER
Tiny Changes,
Remarkable Results

OVER
15 MILLIGN
COPIES
SoLD

An Easy & Proven Way
to Build Good Habits
& Break Bad Ones

James Clear

Cornerstone Press

The Power of Passion
and Perseverance

.\1::1<‘!.! ')lu Kworth

“One of the most successful business books ever
Daily Telegraph

Who

An Amazing Way fo
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In_ Your Work and In Your Life

Cheese?

DR SPENCER JOHNSON
Foreword by KENNETH BLANCHARD PH.D.
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The One Minute Mana
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