Different tools for managing changes

HOW CAN WE UNDERSTAND COMPLEXITY, INTERDEPENDENCE AND FRAGMENTATION?
Weisbord’s Six-Box Organisational Model

PESTEL

Content, Context and Process Model

Process modelling
Influence diagram

7S Model

Five Whys

Soft Systems Methodology
Process flow

Theory of Constraints (TOC)

Why Do we Need
Change?
*  SWOT analysis

—)

WHO AND WHAT CAN CHANGE?

* Force field analysis

» ‘Sources and potency of forces’

* ‘Readiness and capability’

+  Commitment, enrolment and
compliance

« Organisation-level change

Total Quality Management (TQM)

Business Process Reengineering (BPR)

*  Group-level change

Parallel learning structures

Self-managed teams

* Individual-level change

Innovation research

Securing individual behaviour change

HOW CAN WE
MAKE CHANGE HAPPEN?

Organisational
development (OD)
Organisational
learning and the
Learning Organisation
Action research
Project management




Weisbord’s Six-Box Organisational
Model

Purposes
What business
are we in?

Relationships Structure
How do we How do we divide
manage conflict up the work?
among people? Leadership
With technologies? Does someone

keep the boxes in
balance?

Rewards
Do all needed
tasks have
incentives?

Helpful mechanisms
Have we adequate
co-ordinating
technologies?

Environment




7S Model

Structures: salient features of the organisational chart
(e.g. degree of hierarchy, presence of internal market,
) extent of centralisation/decentralisation) and
Strategy: plan or course of ) ) e .
action leading to the allocation interconnections within the organisation

of an organisation’s finite
resources to reach identified

goals Systems: procedures

STRATEGY SYSTEMS and routine processes,

including how

information moves
' around the organisation
SHARED
VALUES
Skills:distinctive capabilities of
key personnel and the ‘ ‘
organisation as a whole. SKILLS STYLE Styles: characterisation
‘ ' of how key managers
behave in order to
achieve the

organisation’s goals

Shared Values: the significant
meanings or guiding concepts that an
organisation imbues in its members

Staff: personnel categories within the
organisation, e.g. nurses, doctors,
technicians



PESTELI

Political factors — both big and small ‘p’ political forces and influences that may affect the
performance of, or the options open to the organisation

Economic influences — the nature of the competition faced by the organisation or its services, and
financial resources available within the economy

Sociological trends — demographic changes, trends in the way people live, work, and think

Technological innovations — new approaches to doing new and old things, and tackling new and
old problems; these do not necessarily involve technical equipment — they can be novel ways of
thinking or of organising

Ecological factors — definition of the wider ecological system of which the organisation is a part
and consideration of how the organisation interacts with it

Legislative requirements — originally included under ‘political’, relevant legislation now requires a
heading of its own

Industry analysis — a review of the attractiveness of the industry of which the organisation forms a
part.



FIVE Whys

Problem situation: an inpatient complains that her request for a bed pan has been ignored.

1 Why?

Nursing assistant A failed to bring it

p——

\

2 \Why"?

She was sent by staff nurse B to assist
other staff in dealing with another patient
whose needs were more serious

A failed to mention to B that she had been
asked to bring a bedpan

Y

Y

3 Why?

The team was about to hand over to the
next shift and while preparing for the
handover there were fewer staff available

B had not invited A to hand back any
outstanding tasks

on the ward

/

4 \Why"

The handover system needs attention

Staff nurse B would benefit from some
training in communication skills

Y

'

S Why?

It is a while since the handover system
was discussed on the ward and some
aspects are not being observed

Appraisal has been allowed to slip during
recent shortages of staff



SWOT Analysis

Strengths Weaknesses

Opportunities Threat




Force Field Analysis

‘forces’: erceptions
of people in the
organisation about
a particular factor
and its influence.

competition

skills deficit

A

new technology

Restraining forces:
forces acting to
restrain or decrease

incentives .
the driving forces.

L job insecurity
Driving forces:

forces affecting a
situation and which
are attempting to
push it in particular
direction. These
forces tend to
initiate change or
keep it going..

managerial pressure

complacency

new people
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established work patterns

CURRENT STATE I:l I:“ > DESIRED STATE

Three Fundamentals of force field and change

1. Increasing the driving forces results in an increase in the resisting forces; the current equilibrium does not change but is
maintained under increased tension.

2. Reducing resisting forces is preferable because it allows movement towards desired state, without increasing tension.
3. Group norms are an important force in resisting and shaping organisational change.




Group Activity

Read the case study provided (feel free to make assumptions)

1.

Use one model/tool to understand the complexity,
interdependence and fragmentation of the organization for
digital transformation

. Use a model/tool to explore/explain why the organisation

need change?

. Use a model/tool to explore/explain who and what can to

ensure the digital transformation within the organisation
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