Vision without an action is a dream Joel Barker
An action without vision is an activity which wastes your time
Vision with an action can change the world!

Wel. Wik A3, FINIA NeNSWHa
preutthipan@gmail.com .
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msaemumsiasunias (Resistance to Change)
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msaemumsiasunilas (Resistance to Change)
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Technology, Economic, Political, Social, Demographic, Legal, Cultural Change,
Uncertainties, New Competition
Globalization of Market (Levitt, 83) Free Flow of capital, labor, info

Borderless World (Ohmae, 90)

Business Environment Trade Block

N

Structure: Network, Strategic Alliance

Strategy

Organization

g

Performance
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Collaborative E-Business

% Fulfillment System

Customers

Fulfillment system
(ERP + SCM+CRM)
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Database Management
(Data Warehouse, Data Mining)
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é Stable © Dynamic

é Inflexible Flexible
Job-focused Skills-focused
Work is defined by job © Work is defined in terms of
positions tasks to be done

Individual-oriented © Team-oriented

Permanent jobs © Temporary jobs

& Command-oriented © Involvement-oriented



Skills That Managers Need

Top
Managers

Middle
Managers

First-line
Managers
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Model of Planned Organizational Change

Internal Forces

Jadenmeali
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(What is Change Management?)

Transition

OLD _ NEW
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Change Management is to organically drive organization in
transition to better capacity, which is vital for handling with different
phenomenon
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weunlna (Big Picture)

e We focus on

Orchestration of individual disciplines: Guidelines, Leadership o es and C

Meta
Management

Direction Enablement
Strategy Value Risk Processes Program/Project Transf(ln-lr-mat'on Orggﬂgr?;ignal C°Trg?,ﬁie,?§e .
i
Management Management Management Management Management Management Management ‘ management
"
AS-ISData Baseline 360 Sitéztegm Determlnfe Plgr:g?nrargnd I?_:_J%r;ezsbﬁind Set-up & Competence
Collection analysis SCOpe o 9 pability governance strategy
Assessment analysis Governance Assessment
"
Analysis of Deep dives for From template Program & Proj. .
needs & es:i/raxggon strategic risk to bespoke Integration To-be analysis rﬁgig%lorweer:t Training need
maturity level areas inventory Mgmt analysis
"
i ; Assess Identify Program & i )
: Lo gy Detailed transformation improvements Project Scope Gap analysis Change agent 58 EEEE
usiness vision business case business case RIS Mgmt network
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Design owné?srﬁﬁ) - Define risk Map selected Przjrggtr%nmg & IT roadmap Communication Gap analysis
i P strate lan management
Business Model oot ay processes Cost Mgmt P 9
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Integrated ' Risk Solution Performance "
A Plan benefit Plan process Program ; Curriculum
transformation n—- Management . : uality Mamt architecture management -
olan Execution ‘ implementation Quality Mg design Project team development
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. Program Performance A
Business Case Execute benefit Risk Monitoring Li iz Human T Depllgr)]/ment management - LT
realization processes Resource Mgmt p B preparation
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P " Identify Program IT Operations Change
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Holistic Approach

Envision

Strategy Management

Strategy Development

Program Planning

Identify Process Maturity

All disciplines Level
contribute to of the Organization

development

strategy |
|

Identify Architectural Stage

of the Organization

Strategic
Business Case

Organizational Readiness

Capability
Assessment

Strategic
Risk Assessment

Engage

Transform

Strategy Deployment

Optimize

Strategy Evaluation

Program/ Project Management

Business Process Management

IT Transformation Management

Performance and Value Management

Organizational Change Management

Skill and Learning Management

Strategic Risk Management




Five Key Questions to be answered

Set-up &
governance

Stakeholder
management

Communication
management

Performance
management

Change
monitoring

as to be done to set the foundation for an effective change management

Which attitudes do different stakeholder (groups) have and which intervention
strategies should be applied?

What are effective communication activities to create positive attitudes towards a
transformation project and to increase acceptance levels

How can a high performing project team established?
Which HR practices can be used or have to be adapted to support the
transformation project?

How ready is the organization for transformation and how can the impact of
change management interventions be evaluated?




Importance of Change Management
Reason for Project Failures

» 75% Failure because of
non-technical reasons
e.g. non acceptance of the solution, skill
problems, communication problems,
problems with project resources

» 25% Failure because of
technical reasons
e.g demands can not be mapped,

sizing problems, problems with
connecting legacy systems

Source: BCG 1999



Levels of Transformation Processes

Organization Group Individual
Processes Composition Role
Tangible S Tasks Responsibility
factors
Systems Reporting Skills
Vision
Transformation process Objectives
Leadership Strategy
Culture Fear
Group
Intangible Norms dynamics Hope
factors i
Values i@ Resistance

politics



RESOURCES

Capability

(Grant, 1991)

(March, 1991)

(Pl e [REGTel, 150 Competitive J Performance

Advantages
(Hamel & Prahalad, 1990) * Subjective / Objective
(Grant, 1991) measurement performance
Assets (Porter, 1980)

* Invisible assets (Itami, 1987)

* Critical resources (Azzone, Bertele & Rangone, 1995; Barney, 1986a)

* Core Resources / distinctive competence (Hamel & Prahalad, 1990)

* Intangible assets / tangible assets (Collis & Motgomery, 1995; Teece, Pisano & Shuen, 1990)

* Physical Resource (Barney, 1991; Collis & Motgomery, 1995; Tallman & Fladmoe-Lindquist, 1994; Hofer & Schendel, 1978)
* Human / Organization Resource (Barney, 1991; Tallman & Fladmoe-Lindquist, 1994; Hofer & Schendel, 1978)
* Financial Resource (Tallman & Fladmoe-Lindquist, 1994; Hofer & Schendel, 1978)

* Reputation (Hofer & Schendel, 1978)

* Tacit Assets (Polanyi, 1967)

* Advance Factors (Porter, 1990)

* Productive resources (Wenerfelt, 1984; Penrose, 1959)

* Firm Specific Resources (Tallman & Fladmoe-Lindquist, 1994)

* Strategic assets (Chi, 1994; Markides & Williamson, 1996)



The Psychology of Change

Usually, people go through an emotion curve in this change process. To become
successful in their new context, employees’ emotions have to be considered and
addressed.

Resistance is nothing more than the natural emotional adjustment process in a transition

phase.

Current state Future State
\Not anymore Transition / Not yet /

Leave “comfort zone”, Manage “chaos” (emotional, rational) Confidence in new

idealise the past in the transition phase environment

Support mourning Perceive, withstand and express emotions, Confront fears and foster

process: Reward and draw personal conclusions, maturity process hope in appropriate setting (for

symbolize the past, let go takes time and courage. groups and individuals)

and find a good end Set up and manage a change project New goals



The Psychology of Change

“Factual” argumentation

Symptoms of resistances

Lack of motivation
Conflicts

lliness

Plots

Rumours

Causes for resistances

Fear of job loss

Lack of abilities

Past experiences

Values and norms

Routine, inflexibility

“Not invented here” syndrome
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Delayed Emotional Reaction to Change

Involvement

W

“Valley of tears”

Top managers

They pass through the curve earlier than others
because they are usually the first to become
involved in the change process

Managers

The next people involved in the change process
are middle managers, so they are the next to
pass through the curve

Other employees

When other employees are finally involved, the
managers have already passed through the
curve. Managers therefore often react
impatiently to the concerns and questions of
their employees

Time



Without change management

Reduction of the “valley of tears”

With change management

A

A

< |Kickoff GolLive < |Kickoff GolLlive
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g “Valley of tears ] g
LLl - ~ LLl _
Time Time
Communication Motivation Empowerment Qualification
Make sure that Make sure that Make sure that Make sure that
4 people are people accept the people are people have the
Working : : , A
araa informed and project and are allowed to work gualification to
have the willing to assist it within the project. work within the

opportunity to
formulate their
wishes.

In an active way .

project and with
the software.




Change Management Approach

General Approach for Transformation Projects

ey

Set-up & Governance
Define change management charter, strategy and plan; build change management team

Stakeholder management Communication management Performance management
Conduct stakeholder analysis Define comprehensive Support team building
: ) . Use and/ or adapt HR
interventions for stakeholders Communication plan

practices to support the
transformation project

*

Change management monitoring

Use of appropriate monitoring tools to assess organizational change readiness and to get feedback about
success of conducted activities

Fewer and lower resistances Higher readiness for change
m Every transformation project brings m This includes especially the under-

changes for the employees involved, standing of the necessity and benefits
which frequently leads to different as well as the acceptance of the change.
kinds of resistances.
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The World is Flat

The 10 World “Flatteners”

------------------

The New Age of Connectivity

The World Is Flat Uploading

A BRIEF HISTORY OF
THE TWENTY-FIRST CENTURY

Thomas L. Friedman Offshoit

27 e Insourcing
FRIEDMAN

! Hot, Flat,

£ and Co=ded Steroids
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Global Trends 2025

A TRANSFORMED WORLD

NATIONAL
INTELLIGENCE
COUNCIL

Global Trends 2025:

A Transformed World
(The National Intelligence Council’s 2025

Project)
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anmUasuulas (Change)
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w3auuulnal (Value Creation) LNaAINEIE U (Sustainability)

—
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-

wWamuaInsalun1sagsan (Survivability) PWBLWHYAAIIHNTINITANIINITHIIAU

~

(Competitive Advantage)
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Change Management Model

Transitioning Refreezing
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mimmuﬂgjﬁ?mﬁmﬁu (Skin Test)

= I o 1 dl a <
ABNNGNFAIDENINALAAIANAALIY (Focus Group)
AD11N1703a12884 (Simulation)

N1949LNFAN1901 (Observation)
N139ANI9AFUNIAINARLIU (Listening Post)
Usza1Wansd (Public Hearing)

nnstiunndayailaqiiy (Current Record)
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n1sidaudn (Participation)

nseansliidinla/lfinaaiAne (Communication and Education)
n19asannasad (Negotiation)

NNatUALUANK1LITNN992A 149 (Top Management Support)
n13719AY (Coercion)
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A Phase1: Diagnosis

oy ¢ =l
e PG LRI I REE S PR P EFI R ER,
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s1zutiilssa9a (Change goal)
e .‘ ¢ o
A3 J381%9AHASD (Change
: ¢ bl 1 1
SHANMNNIDNLLASDTDIY (Change

ss and gap)

.y

=l ' =l
WARKNALKDY (Don’t let up)

P 1 =l i
IENUANADIUDY (Make change stick)

=, =i
NMNSUAINISUTEITA ML Ua vl e

Phase 2: Dream

¥ 0 1 [
@ A5 9ARNUHIANNLTIAIN (Sense of

Urgency)
o 4
@ asenaiinisidasundas (Guiding team)

d '
@ninuandnisnistdasunilas Blueprint for

change)

—~amg—

. Phase3:Drive |

=l =l
- aamimagﬂa (Communicate for passion of

shared vision)
¢ s2u 1Az aniaaunay (Empowering)

v 0 i 1 1 =l -
* ATVANNANTITTYSARDLINDLRDY (Quick

Win Programs)
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If you can’t measure, you can’t manage and improve.
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What gets meaure, gets done.




