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Related Terms

• A Learning Organization

• CANEI: Constant and Never Ending Improvement

• Total Organization Change Programs

• Quality Management
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Change Management Defined 

• Change Management is a structured approach to 
transitioning organizations from a current state to a 
future state

• A Change Management plan needs to address:
– Awareness – of why the change is needed
– Desire – to support and participate in the change
– Knowledge – of how to change
– Ability – to implement new skills and behaviors
– Reinforcement – to sustain the change
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Change Management Models

• Unfreeze-Change-Refreeze

• Kubler-Ross

• Formula for Change

• PCI (People Centered Implementation)

• ADKAR
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Presenter
Presentation Notes
A number of models are available for understanding the transitioning of individuals through the phases of change management and strengthening organizational development initiative in both government and corporate sectors.

Unfreeze-Change-Refreeze - An early model of change developed by Kurt Lewin described change as a three-stage process[1]. The first stage he called "unfreezing". It involved overcoming inertia and dismantling the existing "mindset". Defense mechanisms have to be bypassed. In the second stage the change occurs. This is typically a period of confusion and transition. We are aware that the old ways are being challenged but we do not have a clear picture to replace them with yet. The third and final stage he called "freezing" (often called "refreezing" by others). The new mindset is crystallizing and one's comfort level is returning to previous levels. Rosch (2002) argues that this often quoted three-stage version of Lewin’s approach is an oversimplification and that his theory was actually more complex and owed more to physics than behavioural science. Later theorists have however remained resolute in their interpretation of the force field model. This three-stage approach to change is also adopted by Hughes (1991) who makes reference to: "exit" (departing from an existing state), "transit" (crossing unknown territory), and "entry" (attaining a new equilibrium). Tannenbaum & Hanna (1985) suggest a change process where movement is from "homeostasis and holding on", through "dying and letting go" to "rebirth and moving on". Although elaborating the process to five stages, Judson (1991) still proposes a linear, staged model of implementing a change: (a) analysing and planning the change; (b) communicating the change; (c) gaining acceptance of new behaviours; (d) changing from the status quo to a desired state, and (e) consolidating and institutionalising the new states.

Kübler-Ross - Some change theories are based on derivatives of the Kübler-Ross model from Elizabeth Kubler-Ross's book, "On Death and Dying." The stages of Kubler-Ross's model describe the personal and emotional states that a person typically encounters when dealing with loss of a loved one. Derivatives of her model applied in other settings such as the workplace show that similar emotional states are encountered as individuals are confronted with change.

Formula for Change  A Formula for Change was developed by Richard Beckhard and David Gleicher and is sometimes referred to as Gleicher's Formula. The Formula illustrates that the combination of organisational dissatisfaction, vision for the future and the possibility of immediate, tactical action must be stronger than the resistance within the organisation in order for meaningful changes to occur.

PCI (People Centered Implementation) PCI is a change management methodology developed by Changefirst, which has been continuously improved since the 1990s. It has been applied in the field of people change management by organizations and their change agents in over 35 countries around the world. PCI describes the six critical success factors that must be managed to build commitment to change initiatives and create behavior change.
Shared Change Purpose - create and share a powerful case for change in the organization 
Effective Change Leadership - develop strong change leadership for the initiative 
Powerful Engagement Processes - build and deliver plans to engage people in the change 
Committed Local Sponsors - build understanding and commitment of middle and front-line managers 
Strong Personal Connection - create commitment and behaviour changing actions for front-line people 
Sustained Personal Performance - support people as they learn to adapt, managing their resistance sensitively and empathetically. 

ADKAR The ADKAR model for individual and organizational change management was developed by Prosci with input from more than 1000 organizations from 59 countries. This model describes five required building blocks for change to be realized successfully on an individual level. The building blocks of the ADKAR Model include:
Awareness – of why the change is needed 
Desire – to support and participate in the change 
Knowledge – of how to change 
Ability – to implement new skills and behaviors 
Reinforcement – to sustain the change 
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Change Management Ingredients 

• Executive Sponsorship and Participation – lead by 
example

• Metrics for Success – proof points

• Common Language – for a shared understanding

• Communications Plan – to provide information and 
solicit feedback

• Training Plan – to augment skills and knowledge

• Long-term Support – for sustained success
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Summary 

• Effective change management is more important to 
a project’s success than the technology deployed

• Change occurs first inside people’s heads

• A comprehensive change management program 
aims to unfreeze, transition, and refreeze an 
organization’s mode of operation
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"It takes all the running you can do to stay in the 
same place. If you want to get somewhere else, 
you must run at least twice as fast as that." 

- Alice in Wonderland
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