Organizational Change (again from Robbins and Judge Essentials of Organizational Behavior, 10th edition)

Change is resisted by employees.  Organizations are essentially conservative entities.  Organization change, however, can occur, initiated and carried out by change agents, who don't necessarily have to be managers. 

Seven tactics suggested for use by change agents in dealing with resistance to change. 

1. Education and Communication.  Resistance can be reduced through communication with employees to help them see the logic of change. ... Change is more likely when the necessity of changing is packaged properly. 

2. Participation. It's difficult for individuals to resist a change decision in which they participated.  ... Assuming that the participants have the expertise to make a meaningful contribution, their involvement can reduce resistance, garner commitment, and increase the quality of the change decision. 

3. Building Emotional Commitment. Research on middle managers has shown that when managers or employees have low emotional commitment to change, they favor the status quo and resist it.  So firing up employees can also help them emotionally commit to the change rather thanembracing the status quo. 

4. Implementing Changes Fairly.  When implementing changes, it's crucial that organizations bend over backwards to make sure employees see that the changes are being implemented consistently and fairly. 

5. Cooptation seeks to buy off the leaders of a resistance group by giving them a key role in the change decision. If the targets become aware that they are being tricked or used, the change agent's credibility may drop to zero.

6. Selecting people who accept change.  (self-explanatory)

7. Coercion.  Application of direct threats or force on resisters. Like cooptation, has drawbacks.

Lewin and Kotter models of change process

Lewin -- unfreezing status quo, movement to a desired end state, refreezing the new change to make it permanent. 

Kotter -- Eight step plan

1. establish a sense of urgency by creating a compelling reason why the change is needed. 

2. form a coalition with enough power to lead the change. 

3. create a new vision to direct the change and strategies for achieving the vision. 

4. communicate the vision throughout the organization. 

5. empower others to act on the vision by removing barriers to change and encouraging risk taking and creative problem solving. 

6. Plan for, create, and reward short-term "wins" that move the organization toward a new vision. 

7. Consolidate improvements, reassess changes, and make necessary adjustments in the new programs. 

8. Reinforce the changes by demonstrating the relationship between new behaviors and organizational success. 

Organizational Development

a term used to encompass a collection of change interventions built on humanistic-democratic values that seek to improve organizational effectiveness and employee well-being.
