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What is Change Management?



 

It consists of:


 

The task of managing change (from a 
reactive or a proactive stance)



 

An area of professional practice (with 
considerable variation of knowledge 
and skills between practitioners)



 

A body of knowledge (consisting of 
models, methods, techniques 
and other tools)
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Objectives
In this section, you should be able to:
Define the term “change management.”
Identify the top reasons change efforts fail.
Understand the consequences of unmanaged change.
What is Change Management? 
Before delving into the ways in which change management occurs, it’s important to have a common definition of the term “change management.” Change management is:
1.   The task of managing change. 
2.   An area of professional practice. 
A body of knowledge consisting of models, methods, techniques and other tools.

ACT incorporates all 3 components

Why do you need to learn how to manage organizational change?
2.  Why not just order the change and be done with it? 



Unmanaged Change Prolongs Unproductive 
Behavior, Jeopardizing the Company’s Future

Managed Change

Unmanaged Change

TIME

EM
PL

O
YE

E 
PR

O
D

U
C

TI
VI

TY

Productive 
Behaviors

Unproductive 
Behaviors

Presenter
Presentation Notes
When change is not managed well people wonder, ‘What’s going to happen to me” and “Will I be successful after the change?” No one provides clarity and people are unprepared for what to expect. This creates uncertainty and leads to unproductive behavior. Alternatively, when change is managed, people are able to anticipate the change, understand what it’s going to mean, and prepare for it. 

The figure below shows productivity over time, after a change is introduced. When change is announced and it is unmanaged (represented by the dotted line), productivity drops and eventually “bottoms out.” Staff may get some questions answered and, as a result, productivity increases, but over time their behavior is ultimately less productive than before the change was introduced.

When change is managed (represented by the solid line), productivity still goes down, as a decrease in productivity is a normal human reaction. However the length and depth of the “productivity dip” is minimized.  Remember The Change Cycle™? People dip when they are in the red stages (Loss or Doubt). With well-managed change, productivity rises more quickly and reaches a new high. 

Alternatively, when change is managed, people are able to anticipate the change, understand what it’s going to mean, and prepare for the change. The figure below shows how managed change leads to more productive behaviors. 



Top 8 Reasons Change Efforts Fail*
1.  No sense of urgency (complacent staff)
2.  No central guidance (committed leadership & 

management)
3.  Lack of vision
4.  Under-communicating the vision
5.  Not removing obstacles to new vision (Obstacles 

can be org. structure, procedures and policies, or 
managers who resist the change)

6.  Not planning for short-term wins (need to 
celebrate milestones)

7.  Declaring victory too soon (stay engaged even 
after the project plans are complete)

8.  Changes not anchored in the corporate culture

*Source: John Kotter, Leading Change., 1996, Harvard Business Press, Boston, MA
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The Accelerated 
Change Process

Leading Change

Building a Shared Need

Creating a Vision

Mobilizing Commitment

Changing Systems/Structures

Monitoring Progress

Current State
Analyze & Prepare

Transition State
Design & Engage

Future State
Implement, Monitor & 

Sustain
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This model shows the 6 Key Steps of Change Management.  Each state focuses on a different Key Step. All of the Steps are involved in the Transition State.  This begs for a focus on managing the transition state of change. 
The key elements of ACT are:
Leading Change
Building a Shared Need
Creating a Vision
Mobilizing Commitment
Changing Systems/Structures
Monitoring Progress 




Prerequisites for Successful Change

Leading Change

Building a Shared Need

Creating a Vision

Mobilizing Commitment

Changing Systems/Structures

Monitoring Progress

Successful Change=

+ Providing a compelling reason for change that is 
sufficient to overcome resistance to the change. 

+ Clearly articulating the desired outcome for 
the change that is reasonable and legitimate.

+ Securing understanding and commitment 
from key stakeholders to make it work.

+ Aligning management practices, 
systems and processes to 
reinforce the change.

+ Ensure accountability and 
celebrate successes.

Engaged leadership who sponsors the change and 
assembles the right team of people to make it happen.+

Current State
Analyze & Prepare

Transition State
Design & Engage

Future State
Implement, Monitor & Sustain
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The Current State is the phase where you will Analyze and Prepare for the Change. No changes are being implemented, rather you are gathering the information you need, getting people on board and determining what you will do. You are planning for the change project.
The Transition State is where most of the action takes place. This is where you Design and Engage; that is, design the change interventions and the engage those who will be responsible for implementation and sustainment.  
The Future State is where you Implement, Monitor & Sustain the change



• Richard Beckhard, Managing Change in Organizations, 1997, Jossey-Bass 
Publishers, San Francisco, California.

• Richard Beckhard and Wendy Pritchard, Changing the Essence: The Art of Creating 
and Leading Fundamental Change in Organizations, 1991, Jossey-Bass Publishers, 
San Francisco, California.
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• John Kotter, Leading Change., 1996, Harvard Business Press, Boston, 

Massachusetts.
• Noel Tichy and Stratford Sherman, Control Your Own Destiny or Someone Else Will; 

Lessons on Mastering Change – from the Principles Jack Welch is Using to 
Revolutionize GE, 1994, Harper Business Publishers, New York, New York.

• Edgar H. Schein, The Corporate Culture Survival Guide; Sense and Nonsense About 
Culture Change, 1999, Jossey-Bass Publishers, San Francisco, California.

• Rick Mauer, Building Capacity for Change, 2000, Mauer & Associates, Arlington, 
Virginia.

• Jon R. Katzenbach and Douglas K. Smith, The Wisdom of Teams: Creating the High 
Performance Organization, 1993, Harper Business, New York, New York.

Change Management Sources 
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Say, here are the sources from which the ACT program was drawn. 

Ask participants document and discuss any A-Has, insights or examples that will help them as they complete their change effort.

Refer to ACT Six Step Approach Summary
			
Thank participants for coming


	Organizational Change Management
	What is Change Management?
	Unmanaged Change Prolongs Unproductive�Behavior, Jeopardizing the Company’s Future
	Top 8 Reasons Change Efforts Fail*
	The Accelerated Change Process
	Prerequisites for Successful Change
	Change Management Sources 

