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Proposal of Research Question

What is organizational change?

     O rg a n i z a t i o n a l  c h a n g e  re f e r s  to  t h e  p u r p o s e f u l  a n d 
systematic adjustment and innovation of the organization's 
p o w e r  s t r u c t u r e ,  o r g a n i z a t i o n a l  s c a l e ,  r o l e  s e t t i n g  o f 
c o m m u n i c a t i o n  c h a n n e l s ,  i n te r- o rg a n i z a t i o n  re l a t i o n s , 
att itudes,  concepts and behaviors towards the members of 
the organizat ion,  and the spir i t  of  cooperat ion among the 
m e m b e r s  b y  u s i n g  b e h a v i o r a l  s c i e n c e  a n d  r e l e v a n t 
management methods,  in order to adapt to the changes in 
t h e  i n t e r n a l  a n d  e x t e r n a l  e n v i r o n m e n t ,  t e c h n i c a l 
characteristics and organizational tasks of the organization, 
and improve organizational efficiency.



      Organizational change is a necessary means 
for enterprises to keep moving forward. In China, 
how to use the production factors mastered by 
the organization to organize and implement 
changes in the competition of large state-owned 
enterprises, and how to use the changes to 
make themselves more vitality and business 
efficiency is a problem that leaders must face. 

      The study takes the organizational change 
of Company X as an example, focusing on how 
to involve the change model and how to solve 
the change resistance in the process of change.



Research Purpose:

     Aiming at the organizational change of large 
state-owned enterprises, study how the external 
env i ronment  of  the  organ izat ion  a f fec ts  the 
d e s i g n ,  o rg a n i z a t i o n ,  i m p l e m e n t a t i o n  a n d 
feedback of the enterprise change plan.



      Discuss  the pos i t ive and negat ive ef fects  of 
internal factors of the organization on the reform 
of state-owned enterprises in combination with the 
characteristics of the industry.



Research Significance:

     This case analyzes the case of organizational 
change of state-owned enterprises, establishes a 
change model suitable for the current situation 
of enterprises, and then analyzes the resistance 
brought by different people and cultures in the 
process of change.



     At the same time, it discusses the successful 
exper ience of  enterpr ises  f rom the aspects  of 
d e s i g n  o f  c h a n g e  p l a n s ,  i m p l e m e n t a t i o n  o f 
o rgan i za t iona l  change ,  ope ra t ion  of  change 
organizations, and inspection of organizational 
change performance, which is beneficial for the 
current enterprises to extend the organizational 
life cycle and enhance the vitality of enterprises 
i n  t h e  w o r l d  s t a g e  I m p r o v i n g  o p e r a t i o n a l 
efficiency is of great significance.



Organizational Change Model

1. Lewin Bar transformation model

2. Cote transformation model

3. Warren Bennis's theory of change

4. Caster transformation model

5. The four-element model of organizational 
change implementation

6. Strategic analysis model : PEST, Porter's Five 
Forces Model



Resistance to Change

1.Sources of Resistance to Change

2.Inspiration after Discussion.



1. Sources of 
Resistance to Change

Resistance from Individual Level:

(1)It comes from breaking habits.

(2)Economic demand.

(3 )The  se lec t ion  and  p rocess ing  of 
information will also bring resistance 
to change.



 Group Organizational Resistance:

(1)Organizational inertia will cause resistance to 
change.

(2)Small-scale changes in the organization will 
be affected by the large system.

(3)Power redistribution.



2. Inspiration after 
Discussion:
1 .  Re f l e c t i ng  o rga n i z a t i o n a l  c h a n g e  f ro m  a 
multidimensional perspective can improve the 
accuracy of predicting member behavior.

2 .  M e m b e r s '  a t t i t u d e s  t o w a rd s  c h a n g e  a re 
d i f f e r e n t  i n  t h e  d e g r e e  o f  u n i v e r s a l i t y  o f 
contradictions.

3.  Members'  att i tudes towards organizat ional 
change will evolve over time, and good use will 
be conducive to successful change.



Basic Framework and Process 
of Organizational Change of 
Company X

    Before any organization changes, it needs to 
have a well-thought-out plan and implement the 
c h a n g e  i n  a  b l u e p r i n t .  To  d e s i g n  a  re l i a b l e 
change  p l an ,  t he  change  l eade r  mus t  t h i n k 
a b o u t  t h e  d e s i g n  o f  t h e  c h a n g e  p l a n  i n  a 
dynamic context.



    T h e  b a s i c  f r a m e w o r k  a n d  p r o c e s s  o f 
o rgan i za t iona l  change  of  Company  X  a re  a s 
follows:

    F i r s t ,  accord ing  to  the  modern  ente rp r i se 
m a n a g e m e n t  s y s t e m ,  a d o p t  t h e  c o r p o r a t e 
governance structure and the general manager 
responsibility system under the leadership of the 
board of directors.



    S e c o n d ,  i n  t e c h n o l o g y  d e v e l o p m e n t ,  w e 
should introduce strategic par tners to absorb 
foreign advanced technologies and transform 
our core competitiveness.

    Th i rd ,  estab l i sh  a  complete  organizat iona l 
structure and eff ic ient operation management 
system to reduce internal consumption caused 
by  management  p roces s  des ign  o r  p o l i t i c a l 
factors of enterprise management.

    Fourth, strengthen market development and 
management capabilities.



Implementation of 
Organizational Change Plan 
of Company X:

    E s t a b l i s h  a  c h a n g e  l e a d i n g  g r o u p  a n d  p l a n  t h e 
responsibilities of the North Gate. An organizational change 
leading group led by major shareholders and par ticipated 
b y  o t h e r  s h a r e h o l d e r s  w a s  e s t a b l i s h e d  t o  t a k e  f u l l 
r e s p o n s i b i l i t y  f o r  t h e  s p e c i f i c  i m p l e m e n t a t i o n  a n d 
leadership of the change, and rearranged the organizational 
s t r u c t u re ,  p o s t  s e t t i n g ,  d e pa r t m e n t  p o w e r  d e f i n i t i o n , 
personnel power and responsibi l i ty determination, human 
resources management system, information management 
system, etc. of the original X company.



Appointment of Personnel

• The success of  company X's  reform depends largely  on 
how to establ i sh  a  good human resource  management 
m e c h a n i s m  f o r  s e l e c t i n g ,  e m p l o y i n g  a n d  e d u c a t i n g 
people. 

• Company X has taken divers ion measures  for  members 
who cannot adapt to the changes and cannot continue to 
work under the new working conditions. Company X has 
a l s o  e s t a b l i s h e d  a  t r a i n i n g  s y s t e m  t o  u p d a t e  t h e 
knowledge system of employees based on the outdated 
professional knowledge of grass-roots employees. 

• The reward and punishment system is the incentive and 
d i s c i p l i n e  g u a r a n t e e  f o r  c r e a t i n g  s u c c e s s f u l 
transformation. X Company improves the original reward 
and punishment system and increases the incent ive for 
innovation and efficiency.



Develop a Time Schedule

• For subordinate members ,  the t ime spent  by leading 
members  on  a  mat te r  shows  the  impor tance  of  the 
matter.  Therefore,  it  is  necessar y to specify a feasible 
t ime schedule and str ict ly manage the change during 
the implementation of organizational change. 

• C o m p a n y  X  m a n a g e s  t h e  p r o g r e s s  o f  c h a n g e  b y 
s p e c i f y i n g  a  s c h e d u l e ,  a n d  t h e  l e a d i n g  g ro u p  h a s 
specified important work nodes (meeting time, number, 
meet ing level ,  impor tant  matter  not i f icat ion system, 
leader approval system, etc.). 

• Company X can send a strong signal to al l  employees 
t h r o u g h  s u c h  a  t i m e  s c h e d u l e :  t h e  l e a d e r s h i p  i s 
seriously promoting change.



Play an Exemplary Role

• The power of role models is limitless. Company 
X  h a s  a d o p t e d  t h e  w a y  o f  s e t t i n g  u p  ro l e 
m o d e l s  a n d  r o l e  m o d e l s  f o r  t h e  k e y 
institutional construction work of reform, and 
v igorously publ ic ized success stor ies  on the 
e n te r p r i s e's  i n te r n a l  n e t w o r k  i n f o r m a t i o n 
platform. 

• The enthus iasm of  employees  has  genera l ly 
r isen,  which has improved the recognit ion of 
reform.



Overcoming Resistance from Personnel in the 
Process of Change

① Senior Managers. 

② Middle Managers.

③ the Grass-roots Staff.



Overcoming Cultural Resistance in the Process 
of Eform

First, management system. 

Second, the change of working habits.



Evaluation Results

• T h e  i m p l e m e n t a t i o n  a n d  e v a l u a t i o n  o f 
organizational change should be carried out in 
a dynamic context. Any organizational change 
has time limitations. 

• When the internal  and external  environment 
changes, it is imperative to implement reform 
in  order  to  ensure  the  hea l thy,  o rder ly  and 
sustainable development of the organization.

•  Then, the results of the previous change need 
to be evaluated during the two changes.



• Assessment  of  the impact  of  organizat iona l 
change on individuals. It is mainly carried out 
f r o m  t h r e e  d i m e n s i o n s :  i n t e r v i e w  s u r v e y, 
understanding of the causes of change, and the 
impact of change on individuals.

• Assessment  of  the impact  of  organizat iona l 
change  on  the  organ iza t ion .  The  re form of 
C o m pa n y  X  i s  m a i n l y  e va l u a t e d  f ro m  f o u r 
aspects :  capita l  abi l i ty,  management abi l i ty, 
market ability and innovation ability.
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