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Leadership

1 Accordingto Keith Davis,n L e a d esiths dbilitypto
persuade others to seek defined objectives
enthusiasticallylt is the humanfactor which binds a

grouptogetherandmotivatesit towardsgoalso




Components of Leadership

} Honestyand Integrity

1 Outstanding Self Awareness
1 Vision

+ Courage

» Communication Skills

v Team Builder




Trait Approach to Leadership

Achievementdrive: High level of effort, high levels of ambition, energyandinitiative
Leadershipmotivation anintensedesireto leadothersto reachsharedyoals
Honestyandintegrity: trustworthy,reliable,andopen

Seltconfidence Belief in 0 n esélfsideas,andability

Cognitive ability: Capableof exercisinggood judgment,stronganalyticalabilities, and

conceptuallyskilled
Knowledgeof businessKnowledgeof industryandothertechnicalmatters
EmotionalMaturity: well adjusteddoesnot suffer from severepsychologicaldisorders

Others charismagcreativity andflexibility .




Big 5 personality traits

1 Openness
1 Conscientiousness
v Extraversion

} Agreeableness

» Neuroticism




Strengths/Advantages of Trait Theory

1 It Is naturallypleasingheory

v It 1s valid aslot of researchhasvalidatedthe foundation

andbasisof thetheory

} It servesas a yardstick againstwhich the leadership

traitsof anindividual canbe assessed

1 It givesa detailedknowledgeand understandingf the

leaderelementin theleadershigrocess




Limitations of The Trait Theory

} There is bound to be some subjective judgment in
determiningwho is regardedasa 0 g 0 0rdoGs u Cc C € S
leader

1 Thelist of possibletraits tendsto be very long. More than
100 different traits of successful leaders in various
leadership positions have been identified These
descriptionsaresimply generalities

1 Thereis alsoa disagreementover which traits arethe most
iImportantfor aneffectiveleader




1 The modelattemptsto relatephysicaltraits suchas, height
and weight, to effective leadership Most of thesefactors
relate to situational factors For example, a minimum
weight and height might be necessaryo performthe tasks
efficiently in a military leadershipposition In business
organizations,these are not the requirementsto be an

effectiveleader

} Thetheoryis very complex




Applications of Trait Approach

1 Use assessmento identify and compare the traits that an
Individual possessand use trait measurego assessyour own
characteristics

} Comparethe traits | e a deghibi$ ahd use assessment® see
who hasthesetraits

} Organizationscan use personality assessmentnstrumentsto
identify how individualswill fit within their organizationsThis
helpsthemselectthe right candidateandin turn helpsincreasing
organizationakffectiveness




1 Trait informationcansuggestreasn which employees
personal characteristics are beneficial to the

organization

1 Thetrait approachcanbe usedfor personalawareness
and development by analyzing strengths and

weaknessedo gain a better understandingof their

traits




Skills Approach

1 In the skills approachwe shift our thinking from a
focus on personalitycharacteristicsyhich usually are
view edasinnateand largely fixed, to an emphasison
skills and abilities that can be learnedand developed
Although personalitycertainly playsan integralrole in
leadershipthe skills approachsuggestshat knowledge

andabilitiesareneededor effectiveleadership




Katz’s Three-Skill Approach

} The research was based on Kat zoars first hand
observationsof executivesin the workplaceand on field
researchin administration He suggestedn the paperthat
effective administration or leadershipdependson three
basicpersonalskills: technical,human,and conceptualHe
identified thesethreeskill areasasthe mostimportantskills

that the executiveshad in commonand usedon a regular

basis




Katz’s Three-Skill Approach

Conceptual Skills Technical Skills Human Skills

Top Management

Technical Skills — Low
Middle Management Human Skills — High

Technical Skills — Medium Conceptual Skills - High
Human Skills — High

Conceptual Skills - Medium

J—

Supervisory Management
Technical Skills — High
Human Skills — High
Conceptual Skills - Low




Attributes of Technical Skills

Technical Skills refer to being knowledgeableproficient in a
specifictype of work or activity

It is theability to work with things

Technicalskill is proficiency, basedon specificknowledge,in a
particularareaof work

Technicalskills aremostimportantat lower andmiddle levelsof
management

Technicalskills are lessimportantat upper/seniormanagement

levels




Attributes of Human SKkills

Humanskills referto the ability to work with people

It IS being aware of one'sown perspectiveon issuesas well as the

opennes$o hearandappreciatanputsof otherson their perspectives

Leadersadapttheir own ideasincorporatinggoodthemedrom thoseof

others

Create an atmosphereof trust where employees/followerscan feel

comfortableandempoweredo contributetheir best

Human skills are importantat all the three levels of management

Lower, Middle andSenior




Attributes of Conceptual Skills

It is the ability to work with ideasandconcepts
Creatingvisions, strategicplansandsettingdirection
Thesearecognitive,businessandstrategicskills

Ability to work easily with abstractionsand hypothetical
situations

As leaders climb the career ladder, higher levels of
conceptualeadershipskills becamenecessary

This skill is mostimportantfor top managers




Skill Model

The skill-basedmodel of Mu mf o grdup bas five
components competencies, individual attributes,
leadership outcomes, career experiences, and
environmental influences A portion of the model,
llustrating three of these components,appearsin
Figure3.2. This portion of the model is essentialto

understandinghe overall skill-basedeadershipmodel




Competencies

These three competenciesare the key factors that

accounffor effectiveperformance

1 Problemsolving skills,

1 soclaljudgmentskills, and

1 knowledge




Individual Attributes

These attributes play important roles in the skills
model Complex problem solving is a very difficult
processandbecomegnoredifficult aspeoplemoveup
In the organization Theseattributessupportpeopleas

theyapplytheir leadershigcompetencies




Environmental Influences

vGeneralCognitiveAbility.
vCrystallizedCognitiveAbility .

vPersonality




Leadership Outcomes

Effective problem solving and performanceare the
outcomesof leadership Theseoutcomesare strongly
Influencedby thel e a dcempétenciegi.e.,problem
solving skills, social judgmentskills, and knowledge)
Whenleadersexhibitthesecompetenciegheyincrease

their chance so problem solving and overall

performance




Environmental Influences

} Effective ProblemSolving
1 Performance
1 CareelkExperiences

1 Environmentalinfluences




Strengths

1 It is the first approachto conceptualizeand createa

structureof the processf leadershigroundskills.

1 Second,the skills approachs intuitively appealing To

describeleadershipn termsof skills makesleadership

availableto everyone




1+ Third, the skills approachprovidesan expansiveview of
leadershipthat incorporatesa wide variety of components,
iIncluding problemsolving skills, social judgment skills,
knowledge, individual attributes, career experiencesand

environmentainfluences

1 Last, the skills approachprovidesa structurethat is very

consistentwith the curricula of most leadershipeducation

programs




Criticisms

1 First, the breadthof the skills approaclseemso extend

beyondthe boundarie®f leadership

1 Secondfelatedto thefirst criticism, the skills modelis
weak In predictive value It does not explain
specifically how variations in social judgment skills

andproblemsolving skills affectperformance




Leadership Theories

}

BlakeandMo u t &anagerialGrid

H o u shatbGoal Theory

GreatMan Theory

TraitTheory

LeadershipMemberExchangdLMX) Theory

Transformationaleadership

Transactiondleadership

Continuumof LeadershifBehaviour

L i k évlanagemenfystem

HerseyBlanchardVodel

Fi e dCoatngerscyModel
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Michigan Leadership Studies
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Blake and Mouton’s Managerial Grid

Figure 1: Managenal Gnd
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Unit-1I

Contingencyleadership

p—



Contingency theory

1 Gill (2011 explains,n Co nt | mhgodas suggest
thatthereis no onebeststyle of leadership Successful
and enduringleaderswill usevariousstylesaccording

to the natureof the situationandthe followers.o




which leadershigstyle is mosteffective?

1 Thematurity levelsof thesubordinatesr followers

1 Whetherthe relationshipbetweenthe leaderand the

followersis a positiveone
1 Theclarity of thetaskat hand

1 Theamountof personapowerheldby theleader




Fiedler’s Contingency Theory

Fred E. F1 e d Icantingency theory of leadership
effectivenessvas basedon studiesof a wide rangeof
group effectiveness, and concentrated on the

relationship between leadership and organizational

performance




Leader’s trait

The items in the LPC scale are pleasant/ unpleasant,
friendly / unfriendly, rejecting/ accepting,unenthusiastic
enthusiastic, tense / relaxed, cold / warm, helpful /
frustrating, cooperative / uncooperative, supportive /
hostile, quarrelsome/ harmonious,efficient / inefficient,
gloomy/ cheerful,distant/ close,boring/ interesting,self-
assured hesitant,open/ guarded Eachitem in the scaleis
givenasinglerankingof betweermoneandeightpoints,with
eight pointsindicatingthe mostfavorablerating




Situational variables

} Leader-member relations - The degreeto which the leaderss trusted
and liked by the group members,and the willingness of the group
memberdo follow thel e a dgaidaiice

} Task structure - The degreeto which the g r o ut@sk [sas been
describedas structuredor unstructuredhas beenclearly defined and
theextentto which it canbecarriedout by detailedinstructions

} Position power - The power of the leader by virtue of the
organizationapositionandthe degreeto which the leadercanexercise
authority on group membersin orderto comply with and accepthis

directionandleadership




Situational variables

High

LPC [L=ast
8 = B e e

waorker)

Low

Favorable Unfavarable

Situational variables
s e e 5 [ () [

e el




Leadership Effectiveness

The | e a d effedbveness is determined by the

Interaction of the | e a dstyle ofsbehavior and the

favourablenesf the situational characteristics The
most favorable situation is when leadermember
relationsaregood,thetaskis highly structuredandthe

leaderhasa strongpositionpowetr




Strengths of Contingency approach

Fiedler's contingencymodel measureshe effectivenessof a group's
performancebasedon the leadershipstyle and the situation of the
group It is usedto help managementhoosesuitableleadersfor each
work group type According to the model, there are two types of
leadership styles taskmotivated and relationshipmotivated The
group'ssituationis a technicalterm determinedby three factors the
relationship betweenthe group membersand the leader the task
structure,or how clearly goals and proceduresare defined and the
position of power, or capability of the leader to use reward and

punishmento controlgroupmembers




Strengths of Contingency approach

1 Prescriptive
1 ExpertiseandResearch

v Leaderldentification

| Flexibility




Limitations

1 Inadequaté.iteraure
1 Complex

1 Difficult Empirical Testing

1 Reactivenot Proactive




Applications of Contingency Approach

Contingencytheory has many applicationsin the organizationalworld. It can be
usedto answera hostof questionsaboutthe leadershimf individualsin varioustype of
organizationsFor example,it canbe usedto explainwhy a personis ineffectivein a

particular position eventhoughthe personis a conscientiousjoyal and hardworking

manager

In addition, the theory can be usedto predictwhethera personwho hasworked
well in one position in the samecompany Furthermore, contingencytheorycan
point to changesthat upper managemenmight like to make in a lower-level

position in order to guaranteea good fit betweenan existing managerand a

particularwork context




Path- Goal theory of leadership

} Obstacle(s)
} Followers

1+ Path

v Path

1 Goal(s)(Productivity)




Path- Goal theory of leadership

} Leader Behaviors
1 Directive SupportiveParticipative
» Achievemenbriented

v Follower Characteristics

v Task Characteristics




STRENGTHS

First, path goal theory provides a useful theoretical framework for
understandinghow various leadership behaviors affect f ol | o w
satisfactionand work performancelt was one of the first theoriesto

specifyfour conceptuallydistinctvarietiesof leadership

A secondpositive feature of path goal theory is that it attemptsto
Integratethe motivation principlesof expectancytheoryinto a theory
of leadership This makespath goal theory unigue becauseno other

leadershipapproacidealsdirectly with motivationin this way:




A third strength,and perhapsits greatestjs that path
goal theory providesa model that in certain ways IS
very practical The representationof the model

underscoresnd highlights the importantways leaders

helpfollowers




CRITICISMS

+ First, path goal theory is so complex and incorporatesso many
different aspectsof leadershipthat interpreting the theory can be

confusing

1 A secondlimitation of path goal theory is that it hasreceivedonly

partialsupportfrom the manyempiricalresearchstudiesthathavebeen
conductedto testits validity (House& Mitchell, 1974 Indvik, 1986
Schriesheim Castro,Zhou, & DeChurch 2006 Schriesheim& Kerr,
1977, Schriesheim& Schriesheim 198Q Stinson& Johnson,1975
Wofford & Liska, 1993.




1 Another criticism of pathi goal theory is that it fails to
explain adequatelythe relationship between leadership
behaviorandfollower motivation

1 A final criticism that can be made of path goal theory
concernsa practical outcome of the theory Path goal
theory suggestghat it is importantfor leadersto provide
coaching, guidance,and direction for followers, to help
followers define and clarify goals, and to help followers
aroundobstaclesasthey attemptto reachtheir goals




APPLICATIONS

1 Path goaltheoryis notanapproacho leadershigor which
many managementraining programshavebeendeveloped
You will not find many seminarswith titles such as
Al mpr oour RaffiGoal Leaderos h Apees:
Your Skills in Path GoalL e a d e reghleriNpvertheless,
pathi goal theory doesoffer significantinsightsthat canbe

appliedin ongoingsettingsto improveo n deadership




Unit 7 1l

Transformational Leadership




A model of transformational

Leadership

Creating high-performance workforce has become
Increasinglyimportant and to do so businessleaders
must be able to Inspire organizationalmembersto go
beyond their task requirements As a result, new
conceptof leadershighaveemerged transformational

leadershigbeingoneof them




Model of Transtormational Leadership

Int=li=ctual
Stimulaton

Inspiratonal
Motreaton

Transformatiomnal
Leadership
F Y
Ideal==ed Indnriduale=zed

Consderaton

Influencs=




Transformational leadership

Definition

Transformational leaders are sometimes call quiet

leaders T

ney arethe onesthat lead by example Their

style tendsto use rapport, inspiration, or empathyto

engagdo

lowers. They are known to possesgourage,

confidence,and the willingnessto make sacrificesfor

thegreatergood




Strengths of Transformational

Leadership

The transformationalleadershipstyle draws on assortedcapabilities
and approachesto leadership, creating distinct strengths for the
organization A leaderusing this approachpossessesteqgrity, setsa
goodexampleandclearly communicatesis goalsto his followers He
expectghebestfrom them

Exceptional People Skills
Lower Employeeand Customer Turnover Costs

New Initiatives

Corporate Learning




Criticisms of Transformational
Leadership
1 Assumed-ollower Motivation
1 Time-Consuming
1 Depend®n thelndividual

1 LacksApplicationDetalls

. Potentialfor Abuse




Application of Transformational

Leadership

1 It providesa generalway of thinking aboutleadership

that emphasis ideas, Inspiration, innovations anc

Individual concerns Transformational leadership
requires that leaders be aware of how their own
behaviorrelatesto the needsof their subordinatesand

the changingdynamicswithin their organizations




Servant Leadership

1 Servantleadershipis a very social leadershipstyle. It
places the needsof othersin high regard Servant
leadersaddresghe responsibilitiesand relationshipan

soclety,organizationsandcompanies

} Servant leaders are constructive, persistent, and
motivating Theyarealsothe leaderswvho seecomplex,

big pictures Theypermeatall areagf our culture




Ten Characteristics of a Servant Leader

}  Listening

}  Empathy

1 Healing

1 Awareness

}  Persuasion

1 Conceptualization
1 Foresight

}  Stewardship

1 Commitmentto the growth of people

1 Building community




Strengths of Servant Leadership

1 The first strengthof servantleadershipwe will discusshereis
Implied in the description Serviceis at the centre of servant

leadership

} The second strength is the removal of a disciplinarian
atmosphere They do not make policies by themselvesto be

Imposedon othersbut administerthe policiesthroughlistening

1 The third strengthis linked with the second Servantleadership

givesa senseof ownershipo work.




1 The fourth strengthis that of diversity Within every

grouptherearea variety of personalitiestalents,traits

andmodesof operation

1 The fifth strengthis involvement Servantleadership

nas a senseof involvementto its decision making

PDIOCESSES




Criticisms of Servant Leadership

1 The first criticism is the timescalefor such a venture
Servant leadership requires a change in attitudes and

mentalityin orderto work successfully

1 The secondcriticism would be a lack of willingness to
adaptto this style of leadership Servantleadershipwould
requirea whole institution approachratherthanindividuals

engagingn it ontheir own.




1 Thethird criticism is the lack of authority which may result
from this style of leadership By divesting a share of
responsibilityto all membersof a group, the leadermay in

factdiminish their own senseof authority

1 The fourth criticism is confusion regarding the goals of
leadership It mustbe askedif the managens thereto serve
the needsof the employeesor to meet the goals of the
Institutionto which they areemployed




Applications of Servant Leadership

1 ServantLeadershipsanInstitutionalModel

1 EducationandTraining of Non profit Trustees
1 CommunityLeadershigPrograms

} ServicelLearningPrograms

} Leadershigducation

v Personallransformation




UNIT-IV

ORGANIZATIONAL DESIGN AND CHANGE




Levels Of Strategic Changes

Strategic change can be viewed as a continuum running

from no variation in strategy to a complete change in an
organization's mission . For analytic purposes, it useful

to divide strategic change into the five discrete stages:
« ContinuationStrategy
« RoutineStrategyChange
« Limited StrategyChange
« RadicalStrategyChange

«OrganizationaRedirection




The Phases Of Strategic Change

The processof strategicchangecan be thoughtof has
having two phases readiness for change and
Implanting change The main characteristicof these

phasesand the commonobstaclesto passingthrough
them

1 PhaseOne Of Strategic Change
A Readines$or change

A Awarenesandunderstanding

A Capability

A Commitment




Phase Two Of Strategic Change
« Implanting change

« Adoption

« Reinforcement

« Recycling




GROUP, TEAM, INDIVIDUAL LEVEL CHANGE

4. Context,
Environment

V\

Change

(=> interventions)

imnpacts
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1 Change usually is seen as a threat and therefore lead:s
fear and resistance. The Resistance of an individual
towards a change depends on two factors:

1. Does someone feel affected by the change? No | Ye
go to 2nd

2. If yes, Is It perceived positive or as negative [a
threat/a loss] ==> Fear / Resistance? Often there is a
big discrepancy between the felt impact and the real
Impact on a person. Unfortunately as long as we deal
with human beings, we have to deal with what is felt,

t he emotions not with wh







1 Changeoften affect groupsor teams,this can happen
from the outsideor from the inside Theyhaveto adapt
to new situations,processessystemsand tasks They
are set up, composednewly or ceased they are
transferredto somewhereelse € Severe changes
Inevitably createdynamicsin the team/group which

are likely to affecti t communicationjnteractionand
cooperationn thein & outside




Organizational Level

A,
AR,
/AL}N/O/V%




} Sometimes entire  parts of or even the entire
organizationsneedto change Theseare normally the
severestchangesthat can happen [E.G. impact of
Carve out on Organization massive organizational
Insecurity, Alienation although still part of the old
organizationjnsider/outsiderquestion,cut interfaces
processesiewsystemsandprocedures ].




Organizational Structures

Formal organisational structures are categorised as:
1 Line organisational structure.

1 Staff or functional authority organisational
structure.

Line and staff organisational structure.
Committee organisational structure.
Divisional organisational structure.
Project organisational structure.
Matrix organisational structure and
Hybrid organisational structure.

}
}
}
}
}
}




Line Organisational Structure

Exhibit 10.3 : Line Organisational Structure

CEO

(Production)
Foreman Foreman
(Fabrication) (Assembly)

Workers

Workers

Manager
(Marketing)

r

|

Sales Officer
(A)

Sales Officer
(B)

Salespersons

Salespersons
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Staff or Functional Authority Organisational
Structure

Exhibit 10.4 : Staff or Functional Authority Organisational Structure

(Works)

v -y ks <
Diractor Director Director Director Director
(Personnel) (Quality Control) (Production) (R&D) (Finance)

- L Line authority

——» Line authority i GM(Q.C) GM |
o —————-—--- > ;
! Staff authority (Production)

~=-=» Staff authority ) TR
] “
'
1 Manager (Q.C.) ] Manager

4 Legend : QC = Quality Control
Q.C. Engineer GM = Geaneral Manager
etk LS S ’ Foremen R & D = Research and

Davalopmant

r

(IO SR B Warkers
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Line and Staff Organisational Structure

Exhibit 10.5 : Line and Staff Organisational Structure

v + I, v v

DIR | | DIR DIR DIR DIR DIR
| (H.R) | { (Q.C) MKTG) | (PRODN) | (R&D) (FinND
l Line Authority ¢
. -
G.M (Personnel) Staff responsibility cM 3
(MFG)

Manager (Personnel)

bncussssasnbuonsuannenduenensns

MGR
» (Works) -
Personnei officers — l
= | 5 W -
77UP0MSOI'
Personnel Assistants -
sSonn 4 n » Workers
Legend: DIR — Director
HR — Human Resources QC — Quality Control
MKTG — Marketing PRODN — Production
R & D — Research and Development FIN — Finance
MFG — Manufacturing GM — General Manager

MGR — Manager FM - Foreman
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Divisional Organisational Structure

Exhibit 10.6 : Divisional Organisational Structure (Departmentation)

Features : Structure based on division of work based on a functional activity
such as finance, marketing etc., or based on type of products manufactured o1
based on geographic location of the units or based on projects undertaken.

(a) Departmentation by Function
M.D. M. D.—Managing Director
G.M.—General Manager

| I | |

GmM GM GM GM M
(Fin) (letg) (Prodn.) (R & D) (Per)

(b) Departmentation by Product

DIR
( Mktg.) |

S
[ - - ==

‘ | Mgr. Mktg. (Entertainment
" |

Mktg. Mgr l Mgr. Mkig.
(a Products) | (Video Products) Electronics Products)

(c) Departmentation by Geographic territory

GM
(Miktg)
Mgr. Sales Mgr. Sales Mgr. Sales Mgr. Sales
(Northern Reqgion) {Southerm Region) (Westem ({Eastern Region)

(d) Departmentation by Project

[ Chief Executive ]

| l

Project Mgr. Project Mgr. Project Mgr
(Project A) (Project B) (Project C)

(e) Departmentation by combination approach (Combination of any two or more
bases discussed above).
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Project Organisational Structure

Exhibit 10.7 : Project Organisational Structure

MD.
GM GM GM
(Personnel) GM GM (Research & Quality GM
(Marketing) (Finance) Developmaent control (Production
H 1
' |
' '
] |
' ]
(mmmm——---—- = o ————— - o
Product < - -
Manager A
R&D Test Technicians |g—
Engineer Enaineear
Project ¢
Manager B
R&D Test Technicians |<—

Enainear Enaineer
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Matrix Organisational Structure

Exhibit 10.8 : Matrix Organisational Structure

' President
VP (Research& | |  V.P. . VP \ V.P. (Finance)
Development) ‘ (Operations) I (Marketing) |
L NG . ;

‘ Manager L R _’_Jgr_': o 0 = MgL _________ L, B AT ' Mgr
Business } /v e e O N By " Ad
Manager o Mg oMer Mg 1] | Mgr
Business L e - A 1108, B.
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Hybrid Organisational Structure

Exhibit 10.9 (a) : Hybrid Organisational Structure (IBM Structure)

Board of Directors
Management Committee
chairman of Board (A)
President (B)
Two vice presidents (C & D)
|
A A A A A A
V.P. V.P. V.P. Controller Mktg. Personnel
(Law & (R&D) (Science & (Finance & (Services
External Technology Resources) & Quality
B C C C
V.P. & GM V.P.& GM V.P.&GM V.P. & GM
(North (Asia) (Europe)
America)
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Organization Culture

} The culture decides the way employees interact at their
workplace A healthyculture encourageshe employeedo stay
motivatedandloyal towardsthe management

1 The culture of the workplacealsogoesa long way in promoting
healthycompetitionat the workplace Employeedry their level
best to perform better than their fellow workers and earn
recognitionand appreciatiorof the superiors It is the culture of
the workplace which actually motivates the employeesto
perform

1 Everyorganizatiormusthavesetguidelinesfor the employeego
work accordingly The culture of an organizationrepresents
certainpredefinedpolicies which guide the employeesand give
them a senseof direction at the workplace Every individual is
clearabouthis rolesandresponsibilitiesan the organizationand
know how to accomplishthetasksaheadf thedeadlines




1 No two organizationscan havethe samework culture It is
the culture of an organizationwhich makesit distinctfrom
others The work culture goesa long way in creatingthe
brandimageof the organization The work culturegivesan
identity to the organization In otherwords,an organization
IS known by its culture

1 The organizationculture brings all the employeeson a
commonplatform The employeeanust be treatedequally
and no one should feel neglected or left out at the
workplace It is essentiafor the employeego adjustwell in
the organizationculturefor themto deliver their level best

1 The work culture unitesthe employeesvho are otherwise
from different back grounds, families and have varied
attitudesand mentalities The culturegivesthe employees
senseof unity atthe workplace




Three Levels of Change Management

INDIVIDUAL CHANGE MANAGEMENT

1 While it is the naturalpsychologicaland physiological
reaction of humansto resist change,we are actually
quiteresilientcreaturesWhensupportedhroughtimes
of change, we can be wonderfully adaptive and
successful

1 Individual changemanagementequiresunderstanding
how peopleexperiencechangeand what they needto
changesuccessfully




ORGANIZATIONAL/INITIATIVE
CHANGE MANAGEMENT

1 While changehappensat the individual level, it is often
Impossible for a project team to managechangeon a
personby-personbasis

1 Organizational change management involves first
identifying the groupsand peoplewho will needto change
astheresultof the project,andin whatwaystheywill need
to change

1 Organizationalchangemanagemenis complementaryto
your project management Project managementensures
your pr o] esclutiansis designed, developed and

delivered,while changemanagemeneénsures/ourp r oj e «

solutionis effectively embracedadoptedandused




ENTERPRISE CHANGE MANAGEMENT
CAPABILITY

1 Enterprise change managementis an organizational
core competency that provides competitive
differentiationandthe ability to effectivelyadaptto the
everchangingworld.

1 The end result of an enterprisechangemanagement
capabillity is that individuals embracechange more
quickly and effectively, and organizationsare able to
respondquickly to marketchangesgembracestrategic

Initiatives,andadoptnewtechnologymorequickly and
with lessproductivity impact




COMMUNICATION IN CHANGE
MANAGEMENT

} Effective communication requires four components that are
interworking perfectly to create shared meaning, a favourite
definition of communication

1 The individual sending the messagemust presentthe message
clearlyandin detail,andradiateintegrity andauthenticity

} The person receiving the messagemust decide to listen, ask
guestiondor clarity, andtrustthe senderof the message

1 The delivery method chosenmust suit the circumstancesa