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Learning outcomes

1. Initial understanding of Change Management

2. Identify and facilitate Change Process

3. Identify and tackle resistance to change

4. Learn about different change management models and how to use them to

tackle organizational change
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Digital Transformation and Change:
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Change Management Roles

• Change Manager
• Develop a Change management plan
• Provide support
• Business Continuity Plan

• Sponsor
• Benefit identification
• Provide supports
• Secure funding

• Change agent
• Single contact point
• Confirm Stakeholder commitment
• Plan Delivery



Change management in Project lifecycle

Change Individual and Change

Learning and Approaches to change, Response to change, 

Stakeholder engagement and communications

Identify, Analyse, Assess Impact, Communicate, Review

Project Lifecycle

Concept Definition Development Delivery & 
Completion

• Drivers for 
changes

• Approach 
Model

• Facilitated 

Workshops

• Negotiations

• Team building

• Motivation

• Reporting & 

Communicating

• Change Readiness

• Transition

• Support

• Embed & measure



Quiz 1.



Learning And The Process Of Change
• Learning is “the process of acquiring knowledge through experience which leads 

to a change in behaviour” (Buchanan and Huczynski, 1985)
• Plan Learning Needs: Knowledge, Skills and attitude

Concrete Experience
(Something happens)

Reflective Observation
(you think about it)

Theoretical Concepts
(you identify a pattern)

Practical Experimentation
(you test your theory)

Kolb’s learning cycle
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Quiz 2



Quiz 3



Quiz 4



Quiz 5



How to apply Kolb’s Learning Cycle (activity)
Watch the following video to complete the activity
• https://web.microsoftstream.com/video/f2a430c2-f31e-4dad-992b-

621a6bc89a07
• Make a list of learning/training Materials/training opportunities 

mentioned in the Video. E.g. Manual
• Link the learning/training Materials/training opportunities with Kolb’s 

learning style

Kolb’s learning cycle

Activist
Hands-on Course

Reflector
On-Line Training

Theorist
Manual

Pragmatist
Simulation

Reflector
On-Line Training

Theorist
Manual

https://web.microsoftstream.com/video/f2a430c2-f31e-4dad-992b-621a6bc89a07


Quiz 6



Individual Change
Four Approaches to individual change

Behavioural
Changing Behaviour

Cognitive
Achieving Results

Psychodynamic
The Inner world of change

Humanistic Psychology
Maximizing potential



The Behavioural Approach to Change

• Changing individual’s Behaviour

• Use Reward and punishment → Achieve success

• Success not achieved → analyse individuals behaviour → find the factor

• Offer reward/punishment to eliminate the factor → Achieve success

• Rewards : Financial (e.g. bonus, payrise, prizes etc), Non Financial (e.g. 
feedback, Social such as award, praise, recognition)

• How will you change/ help change the behaviour?  (Behaviourist approach)

Step 1: The Identification

Step:2 Measurement

Step3: Functional Analysis

Step 4: Strategy Intervention

Step 5: Evaluation



Quiz 7



The Behavioural Approach to Change

McGregor (1960) Theory X and Theory Y

Theory X Assumptions Theory Assumptions

People dislike work People regard work as natural and normal

They need controlling and direction They respond to more than just control or coercion, 
for example recognition and encouragement

They require security They commit to the organization’s objectives in line 
with the reward offered

They are motivated by threats and 
punishment

They seek some inner fulfilment from work

They avoid taking responsibility Given the right environment people willingly accept 
responsibility and accountability

They lack ambition They are ambitious

They do not use their imagination People can be creative and innovative

• Motivation and Behaviour
• Pure Behaviourist view until 1960
• People were not “motivated”  to do the “right 

behaviour



Quiz 8



The Cognitive Approach to Change
Rokeach’s Belief system Theory

• Achieving Results

• Self concept & Values → Beliefs →Attitudes → Feelings → 

Behaviour → Results

• Setting Goals

• Clear goal → greater likelihood of achievement

• Making Sense of our results

• Pay attention to way in which you talk to yourselves about results

• Behaviour + context + focus on outcome = Cognitive approach

• Disadvantage: lack of recognition



The Psychodynamic Approach to Change
• Changes in the external world → changes in psychological state
• Kubler-ross Model
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Quiz 9



Quiz 10



Quiz 11



Quiz 12



The Humanistic Psychology Approach to Change
“Concerned with topics having little place in existing theories and systems’.

The Gestalt cycle of experience for individual and organizational Change
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Managing Changes in Self and Other
Factors affecting change:
• individual and group propensity for change
• Use to different tools for managing Change
• Resistance to change
• How managers or change agents can help others to change

Propensity for change: 5 factors → Positive response to change

1. Nature of the Change

3. Organizational History

2. Consequences of the 
change

Response to Change

4. Type of individual

5. Individual History



Different tools for managing changes
HOW CAN WE UNDERSTAND COMPLEXITY, INTERDEPENDENCE AND FRAGMENTATION?
Weisbord’s Six-Box Organisational Model 7S Model
PESTEL Five Whys 
Content, Context and Process Model Soft Systems Methodology
Process modelling Process flow
Influence diagram 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



7S Model 

Strategy: plan or course of 
action leading to the allocation 
of an organisation’s finite 
resources to reach identified 
goals

Skills:distinctive capabilities of 
key personnel and the 
organisation as a whole.

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

Styles: characterisation 
of how key managers 
behave in order to 
achieve the
organisation’s goals

Systems: procedures 
and routine processes, 
including how 
information moves 
around the organisation

Structures: salient features of the organisational chart 
(e.g. degree of hierarchy, presence of internal market, 
extent of centralisation/decentralisation) and 
interconnections within the organisation

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



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



SWOT Analysis

Strengths Weaknesses

Opportunities Threat



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

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..

Restraining forces:
forces acting to 
restrain or decrease 
the driving forces.

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.



Resistance to Change

• Types of Resistance:

• Job/Skills

• Status

• Operational

Concept Definition Development Delivery & 
Completion

• Conduct 
Force 
Analysis

• Create strategy 

for resistance

• Regularly assess 
resistance

• Check Transition



Quiz 13

How to deal with job/skills resistance
• Watch the following video to answer the question
• https://web.microsoftstream.com/video/3376f5c9-0471-4d52-9c49-

9f6324f268a5

https://web.microsoftstream.com/video/3376f5c9-0471-4d52-9c49-9f6324f268a5


Quiz 14
How to deal with Personal resistance
• Watch the following video to answer the question
• https://web.microsoftstream.com/video/c6c21705-804e-427e-a346-

33e820de5fb0

https://web.microsoftstream.com/video/c6c21705-804e-427e-a346-33e820de5fb0


Quiz 15

How to deal with Operational Resistance
• Watch the following video to answer the question
• https://web.microsoftstream.com/video/011d4a0d-d512-419e-8ef7-

dae989a3e35a

https://web.microsoftstream.com/video/011d4a0d-d512-419e-8ef7-dae989a3e35a


Intervention’s to facilitate change process

Behavioural
• Performance Management
• Reward
• Training
• feedback

Cognitive
• Visioning
• Belief, attitude coaching

Pseudo dynamic
• Counselling
• Resolve hidden issues

Humanistic:
• Living the value
• Addressing emotions
• Fostering communication



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
2. Use a model/tool to explore/explain why the organisation need change?
3. Use a model/tool to explore/explain who and what can to ensure the digital

transformation within the organisation



Learning outcomes

1. Initial understanding of Change Management

2. Identify and facilitate Change Process

3. Identify and tackle resistance to change

4. Learn about different change management models and how to use them to

tackle organizational change
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