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Definition: 
Change management is a structured approach to transitioning individuals, 
teams, and organizations from a current state to a desired future state, to 
fulfill or implement a vision and strategy. 

It is an organizational process aimed at empowering employees to accept 
and embrace changes in their current environment. 

There are several different streams of thought that have shaped the practice 
of change management. 

Definition of Change Management
Change Management



Change Management: As a Systematic Process 
Change management is the formal process for organizational change, including a 
systematic approach and application of knowledge. 

Change management means defining and adopting corporate strategies, structures, 
procedures, and technologies to deal with change stemming from internal and 
external conditions. 

-Society for Human Resources Management, 2007 Change Management Survey 
Report 

Definition of Change Management 
Change Management



As a Means of Transitioning People 
Change management is a critical part of any project that leads, manages, and 
enables people to accept new processes, technologies, systems, structures, and 
values. 

It is the set of activities that helps people transition from their present way of 
working to the desired way of working. 

-Lambeth Change Management Team, Change Management Toolkit. 

Definition of Change Management 
Change Management

As a Competitive Tactic 
Change management is the continuous process of aligning an organization 
with its marketplace—and doing so more responsively and effectively than 
competitors. 

-Lisa M. Kudray and Brian H. Kleiner, “Global Trends in Managing Change,” 
Industrial Management, May 1997 
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Why Change Management is Important
Change Management

By definition, progress means change. 

This is not always comfortable and most therefore 
don’t like it. 

It may challenge our assumptions, and the way we 
are used to doing and seeing things. 

It asks us to have faith in the larger picture, the 
eventual results, and each other. 

That is also something that most people have difficult 
with need energy to deal with it, and perspective, 
and sometimes that is difficult. 
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A 2014 study by Harvard Business Review found that 66% of business change and 93 of IT enabled 
change initiatives fail to achieve their desired business outcomes. 

Why is change so difficult? 

The five most common obstacles to change are depicted in the graph below. Note that the three 
circled obstacles, are those that you, as a leader, can influence and improve. 

Common Obstacles to Change
Change Management



There can be a significantly negative impact on the department or Faculty when a 
change initiative fails, or its implementation is unplanned. 

According to John P. Kotter (author of Leading Change), organizations often 
commit the following common errors that will hinder their change efforts and they 
are noted below. 

Eight Errors Common to Organizational Change Efforts and Their Consequences:

• Error #1: Allowing too much complacency
• Error #2: Failing to garner leadership support
• Error #3: Underestimating the power of vision
• Error #4: Under communicating the vision
• Error #5: Permitting obstacles to block the new vision
• Error #6: Failing to create short-term wins 
• Error #7: Declaring victory too soon
• Error #8: Neglecting to anchor changes firmly in the culture

Why Do Change Efforts Fail?
Change Management
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Leadership / Sponsorship provides 
guidance and governance

Project Management gives structure to 
the technical side of the change

Change Management supports the 
people side of the change

All three elements must be present for project success

Prosci® PCTTM Model

Change Agents

The Change Model
Change Management



All three elements must be present for project success

Prosci® PCTTM Model

Change Agents

The Change Model: Roles and Responsibilities for the Change Agents
Change Management

Understanding the roles and responsibilities that you and others 
play in the change effort is essential. 

They will provide clarity on the expectations, project scope and 
responsibility for each “change agents”. 

Typically, there are four key roles that are change agents: 

1. The Sponsor (Senior Leaders) 

2. Champion (Leader)

3. Supporters (Human Resources) 

4. Stakeholder (Employees)



States of change

How things 
are done today

How things will 
be done 
tomorrow

How to move 
from current 

to future

Current
state

Transition
state

Future
state
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Organizational change can be represented as three states of change
Change Management



States of change

Current
state

Transition
state

Future
state
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Examples of changes organizations are currently taking on
Change Management

Ad hoc processes Documented and managed processes

Multiple, legacy systems One integrated database

Generalists in the call center Specialists in the call center

No web interface for suppliers Supplier website integrated into supply chain

Two different companies Merged organization



Organization

Individual

How I do my 
job today

How I will do my job after 
the change is implemented

Current
state

Transition
state

Future
state

Current
state

Transition
state

Future
state

In reality, there are both organizational and individual future states
Change Management



Organization

Individuals

Documented and managed processes

One integrated database

Specialists in the call center

Supplier website integrated into supply chain

Merged organization

Future
state

Current
state

Transition
state

Future
state

Current
state

Transition
state

Future
state

Current
state

Transition
state

Future
state

Current
state

Transition
state

Future
state

Current
state

Transition
state

Future
state

Current
state

Transition
state

Future
state

The organization’s future state is actually the collection of many individual 
future states
Change Management



Change management drives project 
success by supporting individual 
transitions required by organizational 
projects and initiatives.

Individuals

Current
state

Transition
state

Future
state

Current
state

Transition
state

Future
state

Current
state

Transition
state

Future
state

The focus of Change Management is helping individuals make their 
transition
Change Management
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Data Supports the Connection
Change Management



• Lower productivity
• Passive resistance
• Active resistance 
• Turnover of valued employees
• Disinterest in the current or future state
• Arguing about the need for change
• More people taking sick days or not showing up
• Changes not fully implemented
• People finding work-arounds
• People revert to the old way of doing things
• The change being totally scrapped
• Divides are created between ‘us’ and ‘them’
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There are consequences of not managing the people side of change
Change Management



Increase probability of project success

Manage employee resistance to change

Build change competency in the organization
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Primary reasons for applying Change Management
Change Management



Individual perspective

Understanding how one person 
makes a change successfully. 

Organizational perspective

The tools that project teams and 
managers have to support the ‘people 
side’ of change.

28

Change Management perspectives
Change Management



The key building blocks for successful 
change - Personal or professional

Success with change requires all elements 
of the ADKAR

®
Model to be present.

© 2012 Prosci and Bill Cigliano

Awareness
Desire

Knowledge
Ability

Reinforcement®
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Managing Individual Change
Change Management



© 2012 Prosci and Bill Cigliano

Awareness Awareness of the need for change

Desire Desire to participate and support the 
change

Knowledge Knowledge on how to change

Ability Ability to implement required skills and 
behaviors

Reinforcement®
Reinforcement to sustain the change
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The five building blocks of successful change
Change Management



Before embarking on a change initiative, spend some time answering the 
questions below to assess how you feel about the change. 

Consider the following questions to help you gauge your preparedness for 
the initiative: 

• Do I know the changes, their impact, rationale and benefits? 
• Could I explain them to anyone I work with? 
• Do I believe the change is worthwhile? 
• How is the change impacting my existing workload? 
• How can I communicate the need for change, the first steps, how 

people will be supported, and when we have achieved quick wins? 
• Are there other parallel projects that will have an impact on the 

changes I’m managing? 
• Will the changes impact the same group? 
• Can we combine forces and integrate plans and communication? 

Where to Start?
Change Management



• What changes will happen and when? 
• Can I stagger the impact or combine time sensibly to lessen the 

impact? 
• Do change leaders know their responsibilities and the commitment 

expectations? 
• Has change successfully occurred in these groups in the past? 
• Can we learn from what did or did not work well? 
• What level of trust exists between groups and how can this be 

improved? 
• When is communication necessary? 
• How can I make the messages clear, interesting, and engaging? 
• Based on the questions above, do you generally have a positive or 

negative opinion of the change? 

As leaders, your opinion of the change will have an impact on your efforts 
to support and guide your team. Therefore it is critical that you understand 
and support the need for change. 

Where to Start?
Change Management



Communications

Sponsor roadmap

Training

Coaching

Resistance management

Change Management 
tools

Individual phases of 
change (ADKAR®)

Awareness

Desire

Reinforcement™

Knowledge

Ability
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Connecting Individual and Organizational Change Management
Change Management



The change management resource on 
a project plays the role of enabler.

• The conductor of the orchestra
• The director of the play

Effective change management requires 
involvement and action by many in the 
organization.

Project team

Change
management 

Senior leaders

Managers and 
supervisors Employees

34
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Who is involved in managing change?
Change Management



Project team

Change
management 

Senior leaders

Managers and 
supervisors Employees
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Senior Leaders
Change Management

Why is this group important? 
• Active and visible sponsorship is identified as 

the top contributor to overall project success in 
Prosci’s five benchmarking studies 

• Senior leaders are one of two preferred senders 
of messages about change 

What is this group’s role? 
• Participate actively and visibly throughout the 

project 
• Build the needed coalition of sponsorship with 

peers and other managers 
• Communicate the business messages about the 

change effectively with employees 



Project team

Change
management 

Senior leaders

Managers and 
supervisors Employees
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Managers & Supervisors
Change Management

Why is this group important? 
• Managers and supervisors are the other 

preferred sender of messages about change 
• This group has a unique and well-developed 

relationship with the employees being impacted 
by the change 

What is this group’s role? 
• Communicate the personal messages about the 

change with their direct reports 
• Conduct group and individual coaching sessions 
• Identify, analyze and manage resistance 
• Provide feedback to the rest of the change 

management ‘gears’



Project team

Change
management 

Senior leaders

Managers and 
supervisors Employees
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Employees
Change Management

Why is this group important? 
• Employees will ultimately make changes to how 

they do their day-to-day work 
• Their acceptance and use of the solution 

determines the success of the project and the 
ongoing benefit derived from the change

What is this group’s role? 
• Seek out information related to the business 

reasons for change and the personal impact of 
the change 

• Provide feedback and reaction to the change and 
the change management efforts 

• Take control of the personal transition (using an 
individual change management model like 
ADKAR) 



Project team

Change
management 

Senior leaders

Managers and 
supervisors Employees
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Project Team
Change Management

Why is this group important? 
• The project team designs and develops the 

‘change’ – they are the ones who introduce new 
processes, systems, tools, job roles and 
responsibilities 

• This group provides much of the specific 
information about the change to the other ‘gears’ 

What is this group’s role? 
• Provide timely, accurate and succinct information 

about the change (or project) 
• Integrate change management activities into 

project management plans and activities 



However, it is the ‘people side’ of change.

Both aim to deliver value to the business by 
supporting initiatives and projects.

39
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Change Management is like Project Management
Change Management



Technical side 
of the project

People side of 
the project

Current
state

Transition
state

Future
state

Project management

Change management
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Change Management and Project Management
Change Management



Project Management
Initiation
Planning
Executing 
Monitoring and controlling
Closing

Process groups defined in the Project 
Management Institute’s PMBOK®

Change Management
Organizational:
Preparing for change
Managing change
Reinforcing change TM

Individual:
Awareness
Desire
Knowledge
Ability
Reinforcement®

Comparing Processes
Change Management



Project Management
Statement of work
Project charter
Business case 
Work breakdown structure
Budget estimations
Resource allocation
Schedule 
Tracking

Change Management
Individual change model
Readiness assessment 
Communication plans 
Sponsorship roadmaps
Coaching plans
Training plans
Resistance management 
Reinforcement

Comparing Tools
Change Management



How much Project 
Management is needed?

Depends on the complexity and 
degree of change to processes, 
systems, organization structure 
and job roles

How much Change 
Management is needed?

Depends on the amount of 
disruption created in individual 
employees’ day-to-day work and 
the organization attributes like 
culture, value system and history 
with past changes 

The Right Amount
Change Management



Project Management and Change Management 
activities are most effective when they are integrated.

Unfortunately, in many instances Change Management is 
an add-on after the project has experienced obstacles.

44
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Integrating Change Management and Project Management Activities
Change Management



Analyze Problem or 
opportunity

Design Vision & Strategy

Build Change

Develop Solution

Implementation

Business 
Innovation/Transformation 

steps
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Business Innovation and Transformation Steps
Change Management



Change 
Management 
process

Assessments

Team and 
sponsors

Communications

Coaching and 
feedback

Resistance 
management
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Change Management Process
Change Management



Change Management 
Process 

Business 
Innovation/Transformation 

Steps 

Business Innovation and Transformation with Change Management
Change Management



Change Management 
Process 

Business 
Innovation/Transformation 

Steps 

Business Innovation and Transformation with Change Management
Change Management



Analyze
Problem & Opp

Design
Vision & Strategy

Build
Change

Develop
Solution

Implement
Solution & 
Change

Research Results – When to start Change Management
Change Management



• Change management focuses on the ‘people side’ of 
organizational change.

• Change management involves both an individual and an 
organizational perspective.

• Change management requires action and involvement by 
leaders and managers throughout the organization.

• Change management and project management are both 
tools that support project benefit realization – project 
management is the ‘technical’ side and change management 
is the ‘people’ side.

• Change management is most effective when it is launched at 
the beginning of a project and integrated into the project 
activities.

50
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Conclusion
Change Management



By opening this presentation, you agree to accept the terms and conditions outlined in our Terms of Use, Copyright
Policy, Privacy Policy on the LEADing Practice webpage: www.leadingpractice.com

Important note:
Unauthorized use, disclosure, appropriation, reproduction or misuse of “LEADing Practice Material” (LPM) and/or
“LEADing Practice Service” (LPS) in any form whatsoever, whether in absence of contract or outside the use
permitted by contract, may result in invoicing issued to You and/or to the relevant person(s) based on the applicable
LEADING Practice Standard Fees at the time of such unauthorized use or misuse, in addition to any other such
fees, rights and remedies as may be available to LEADING Practice.

You fully acknowledge and agree that such Invoicing as per this Policy and any such additional remedy shall be
deemed by You to be appropriate and reasonable in the circumstances.

You also acknowledge and agree that You have read and understood the Terms of Use, Privacy
Policy and Copyright Policy.

Terms of Use, copyright and privacy policy terms and conditions
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http://www.leadingpractice.com/terms-of-use/
http://www.leadingpractice.com/copyright-policy/
http://www.leadingpractice.com/privacy/
http://www.leadingpractice.com
http://www.leadingpractice.com/terms-of-use/
http://www.leadingpractice.com/privacy/
http://www.leadingpractice.com/copyright/


QUESTIONS?

Global University Alliance

Professor Mark von Rosing
Chairman of Global University Alliance

Mobile +33 (0)640194034
E-Mail: Mvr@GlobalUniversityAlliance.net

For more information:
www.globaluniversityalliance.net

LEADing Practice 

Henrik von Scheel
Chief Executive Offices

Mobile +1 605 963 9193
E-Mail: Hvs@LEADingPractice.com

For more information:
www.LEADingPractice.com
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