Case Study & Group Discussion: Managing Emotions During Organisational Change
Case Study: Managing Emotions During Organisational Change at InnovateX
Background
InnovateX, a global consumer electronics company, announced a major restructuring plan to stay competitive in the digital era. The change involved department mergers, new leadership structures, and the integration of AI-driven operations. While the leadership framed this change as essential for growth, employees at various levels experienced significant emotional distress, including fear, frustration, and resistance.
Challenges & Emotional Reactions
1. Fear and Anxiety About Job Security
· Employees were concerned about potential redundancies and uncertainty regarding their future roles.
· Rumors and speculation spread, worsening stress and lowering morale.
2. Resistance and Frustration Over the Loss of Familiarity
· Long-standing employees felt disconnected from the company's new direction.
· Teams struggled with adapting to new workflows, technologies, and leadership styles.
3. Loss of Trust in Leadership
· Employees felt leadership had not communicated transparently about the changes.
· There was a perception that leadership prioritized profit over employee well-being.
Leadership Actions to Manage Emotional Responses
1. Transparent Communication to Reduce Fear
Action: Senior leaders hosted monthly town halls and Q&A sessions to address concerns and clarify the vision.
Psychological Impact: Employees felt heard and reassured, reducing rumours and speculation.
Outcome: Trust in leadership improved by 35%, and anxiety levels decreased.
2. Emotional Support Through Change Champions
Action: The company established "Change Champions"—a network of trained managers and employees who supported colleagues through the transition.
Psychological Impact: Employees felt they had a support system and someone to guide them emotionally through the transition.
Outcome: Employee engagement increased, and resistance to change declined by 40%.
3. Personalised Career Development to Counteract Resistance
Action: HR implemented personalized career transition plans, including training, mentoring, and internal mobility opportunities.
Psychological Impact: Employees reframed change as an opportunity for career growth rather than a threat.
Outcome: 70% of employees upskilled into new or enhanced roles, and frustration over change significantly decreased.
Final Results & Lessons Learned
By addressing emotional responses strategically, InnovateX successfully: ✅ Improved employee trust and morale through transparent leadership.
✅ Reduced resistance by involving employees in the change process.
✅ Enhanced long-term employee engagement and adaptability.

Group Discussion Plan: Managing Emotions During Organisational Change
Objective:
This group discussion will business students critically analyse emotional responses to change and evaluate leadership strategies for managing them effectively.

· Divide students into small groups (3–5 per group).
· Assign each group a key discussion theme related to the case.
2. Group Discussion Topics (30 Minutes)
Each group will analyse one of the following topics and present their findings:
Group 1: Identifying Emotional Responses to Change
· What emotional reactions did InnovateX employees experience?
· How did these emotions impact their behaviour and performance?
· How can leaders anticipate and address these emotional reactions in future changes?


Group 2: Evaluating Leadership Communication Strategies
· How effective were town halls and Q&A sessions in reducing fear?
· What are the risks of poor communication in change management?
· What alternative communication strategies could InnovateX have used?


Group 3: Role of Emotional Support in Managing Change
· How did the Change Champions program impact employee morale?
· What other emotional support systems could be implemented in an organisation?
· How does emotional intelligence (EI) help leaders manage change?
Group 4: Turning Change into Opportunity
· How did career development programs reduce resistance?
· What lessons can HR learn from this approach?
· How can organizations balance business objectives with employee well-being?

Group 5: Leadership's Role in Rebuilding Trust
· Why did employees lose trust in leadership during the change?
· How did transparency help rebuild trust?
· What leadership qualities are essential for managing emotions during change?
4. Conclusion & Reflection (10 Minutes)
· Recap key takeaways:
· The impact of emotions on organisational change.
· Effective leadership strategies for managing resistance.
· The role of communication, support, and trust in change management.
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