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The ADKAR model is a popular framework used for managing change in organisations. Developed by Jeffery Hiatt, the model is focused on the individual employee and how they experience change. Change management is preparing, supporting, and helping individuals, teams, and organisations make changes that achieve business outcomes or objectives. ADKAR is a powerful tool for achieving effective change management. 

It is essential to understand that change management is not a one-size-fits-all process. The ADKAR model helps to address this by focusing on five critical areas of personal change: Awareness, Desire, Knowledge, Ability, and Reinforcement. Each of these stages must be addressed to manage the change process effectively. 

Awareness is the first stage of the ADKAR model. In this stage, employees must become aware of the change. This requires clear communication about the nature of the change and its impact on the organisation. Employees need to understand why this change is necessary and what benefits it will bring. 

Desire is the second stage of ADKAR. Once employees know the change, they must be motivated to support it. There must be a clear understanding and buy-in of the benefits of the change, both on a personal and organisational level. This stage involves addressing any resistance to the change and making a compelling case for it. 

Knowledge is the third stage of the ADKAR model. Once employee desires change, they must then know how to achieve it. In this stage, employees must understand what is required to make the change, including training, support, and resources. Without sufficient knowledge, employees may struggle to implement the change effectively. 

Ability is the fourth stage of the ADKAR model. Once employees know to implement the change, they must be able to do so. This requires providing the necessary resources and support, such as tools, processes, and structures. Employees must feel supported in their efforts to make the change. 

Reinforcement is the final stage of the ADKAR model. Once the change has been implemented, it is vital to provide ongoing support and reinforcement. This includes recognising and rewarding the efforts of employees who contributed to the change, and it also includes ongoing training and support to maintain the change over the long term. 

In conclusion, the ADKAR model is an effective tool for change management. Organisations can effectively manage change and achieve their desired outcomes by focusing on the individual employee and addressing their awareness, desire, knowledge, ability, and reinforcement. Applying the ADKAR model in change management requires clear communication, understanding, involvement, and vision. When all stages of change management are addressed, the organisational changes can occur smoothly and flexibly, leading to increased employee engagement, productivity, and bottom-line results.
The McKinsey 7S model is a framework for organisational analysis and change management. It is based on the premise that an organisation comprises seven interconnected elements, which must be aligned and balanced to achieve success. The model was developed in the early 1980s by Tom Peters and Robert Waterman, two consultants at McKinsey & Company.

The seven elements of the model are strategy, structure, systems, style, staff, skills, and shared values. These elements can be considered the building blocks of an organisation, with each one playing a critical role in achieving business objectives. An organisation can achieve greater efficiency, productivity, and profitability when these elements are aligned.

Change management is the process of planning, implementing, and monitoring changes in an organisation. It involves modifying existing processes, structures, and strategies to achieve better performance or to respond to changing market conditions. The McKinsey 7S model is closely linked to change management because it helps identify areas of an organisation that need to be altered or improved to achieve the desired outcome.

For example, if an organisation is experiencing declining sales, the McKinsey 7S model can be used to identify the root cause of the problem. Is the strategy still relevant in the current market? Does the structure of the organisation support the strategy? Are the systems in place to effectively implement the strategy? Is the style of leadership driving the right behaviours? Do staff members have the necessary skills to execute the strategy? Do shared values support the desired outcomes?

Once areas for improvement are identified, a change management plan can be developed to address the gaps. This may involve revising the strategy, changing the organisational structure, implementing new systems, or developing new skills among staff members. The McKinsey 7S model helps ensure that changes are made holistically, with consideration given to each element of the organisation.

One of the key benefits of the McKinsey 7S model is that it provides a common language for discussing organisational performance. By identifying the seven elements and their interrelationships, team members can quickly understand where the organisation stands and what needs to be done to achieve better outcomes. This can be especially valuable in large, complex organisations where communication can be challenging.

In summary, the McKinsey 7S model is a powerful tool for change management, and it helps identify areas of an organisation that need to be improved and provides a framework for implementing changes holistically. An organisation can achieve greater efficiency, productivity, and profitability by aligning the seven elements.



