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ELECTIVE COURSE III-CHANGE MANAGEMENT-P16MBA3EH3 

Inst. Hours/Week : 5                                              Credit : 4 

Objectives:  

 To study how environmental events affect organizations and drive the need 

for continuous change · Analyze change at the individual, group, and systemic 

levels · Contrast planned and unplanned change · Evaluate and apply integrative 

models for assessing, diagnosing, and implementing the need for change · Identify 

the role of leaders and managers, change agents and change recipients in various 

stages of organizational change. 

Unit I  

 Nature and Types of Organizational Change, Causes of and rationales for 

change, environmental and internal organizational determinants of change. 

Planned and emergent change. Proactive and reactive emergent change and 

response to these changes. Incremental and radical change, and rates / levels of 

change as a function of organizational life cycle positions. The links between 

nature / type of change and nature / type of leadership required e.g. transactional 

Vs transformational. The roles of corporate vision and strategy in charge. 

Unit II 

  Theoretical frameworks, multi-source feedback for organizational change, 

Models of diagnosing organizational groups and jobs The organizational change 

web Resistance to change, Barriers to organizational change, rethinking resistance 

to organitional change, strategies to deal with resistance. 

Unit III  

 Culture and the change process. The personnel manager as a cultural change 

agent handling power and political issues arising from change. The theoretical and 

practical contexts of cultural maintenance and cultural change strategies, corporate 

reorganization and sub culture management, Strategies and methods for achieving 

cultural change. 



Unit IV  

 Behavioral Implications of change, The manifest, intent and paradoxical 

consequences of change, the concept of resigned behavioral compliance. The 

positive and negative functions of resistance. Intended and unintended behavioural 

reaction to downsizing and delayering. Understanding and managing uncertainty 

and ambiguity in the change process. 

Unit V  

 Intervention Strategy, Structural, technological and process factors in 

intervention strategies. Advantages / limitations of change technologies and 

associated leadership models. Role of leadership in change process. Leadership 

and emotional knowledge strategies to achieve congruence of personnel, structure 

and culture. Challenges of leading change. 

Reference Books 

1. Change Management By V. Nilakani and S. Ramnaryan By Sage, 

www.sagepublications.com 

 2. Organizational change, Tupper cawsly and Gene Deszca by Sage  

3. Management of Organizational change K. Harigopal by Sage.  

4. Managing Organizational change Indian Edition By Palmer /dunfordlakin, Tata 

Mcgraw Hill Co.,  

5. Change Management, Radha R. Sharma Tata Mcgraw Hill. Co., 

 6. The Theory and practice of change Management, By John Hayes, Palgrave 

Macmillan Co., distributed by Ane books PVT Ltd., www.anebooks.com 
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UNIT-I 

CHANGE MANAGEMENT 

INTRODUCTION 

  Change management is the process, tools and techniques to manage the people 

side of change to achieve the required business outcome. Change management 

incorporates the organizational tools that can be utilized to help individuals make 

successful personal transitions resulting in the adoption and realization of change. 

MEANING OF CHANGE  

  Change also means dissatisfaction with the old of belief in the new. 

DEFINITION OF CHANGE 

  Change as defined as to make (or) become different, give/begin to have a 

different form. 

MEANING OF CHANGE MANAGEMENT 

  Change management is a systematic approach to dealing with the transition or 

transformation of an organization's goals, processes or technologies. The purpose of 

change management is to implement strategies for effecting change, controlling 

change and helping people to adapt to change. 

DEFINITION OF CHANGE MANAGEMENT 

  According to Markus Wanner: “Change management is an organized, 

systematic application of the knowledge, tools, and resources of change that 

provides organizations with a key process to achieve their business strategy. 



3 LEVELS OF CHANGE MANAGEMENT 

 Change management can take place on 3 levels, and your approach to 

implementing sustainable change varies massively depending on where you choose 

to start: 

Individual Change  

 Individual change management focuses on the close development and 

introduction of new styles and processes on a personal level. This can be honed 

with one-on-one mentoring or leadership, and is both the hardest to truly 

implement, and most beneficial - after all, successful implementation of individual 

changes triggers the next 2 stages. 

Organizational Change 

 Whilst Individual Change is very valuable, it is more often than 

not impossible for a project team to manage change on a person-by-person basis. 

Organizational plan is probably the most easily recognised by those that practise 

regular Operational Excellence programs, projects and initiatives. Standard 

practise includes identifying the groups/individuals who will need to change as the 

result of the project, and in what ways they will need to change.  

Enterprise-Wide Change 

Successful and strong Enterprise change management capabilities mean that 

effective change management is naturally embedded into your organization’s roles, 

processes, projects and competencies. With this 'end goal' of change management 

in place, processes are consistently and effectively applied to initiatives, leaders are 



almost automatically used to guiding their teams through change, and employees 

know exactly what to ask for in order to be successful.              

 NATURE OF ORGANIZATIONAL CHANGE 

❖ Change means dissatisfaction with old and belief in the new. 

❖ Change underlines a qualitatively different way of perceiving, 

thinking and behaving in improve over the past& present. 

❖ Change may be conceived as continuous & intrinsic to an 

organization. 

❖ Change may be conceived as extrinsic and discontinuous. 

❖ Change as patterned & predictable. 

❖ Change as complex & unpredictable. 

❖ Change may be set to take place @ 3 levels. 

❖ The rate of change is faster than our abilities to comprehend & 

cope with. 

TYPES OF ORGANIZATIONAL CHANGE 

  The phrase “organizational change” is about a significant change in the 

organization, such as reorganization or adding a major new product or service. 

❖ Organization-wide Versus Subsystem Change 

 Organization wide- change might be a major restructuring, collaboration or 

“rightsizing”. Usually organization must undertake organization-wide change to 

evolve to a different level in their life cycle, for examples, going from a highly 

reactive, entrepreneurial organization to one that has a more stable and planned 

development.   



  Subsystem change in a might include addition or removal of a product or 

service , reorganization of a certain department, or implementation of a new process 

to deliver products or services. 

❖ Transformational Versus Incremental Change 

   Transformational change might be changing an organizations structure and 

Culture from the traditional top-down, hierarchical structure to a large amount of 

self-directing teams.  

  Incremental change might include continuous improvement as a quality 

management process or implementation of new computer system to increase 

efficiencies. Many times, organizations experience incremental change and its 

leaders do not recognize the change as such. 

❖ Remedial Versus Developmental Change 

 Remedial projects often seem more focused and urgent because they are 

addressing a current, major problem it is often easier to determine the success of 

these projects because the problem is solved or not.  

  Developmental projects can seem more general and vague than remedial, 

depending on how specific goals are and how important it is for members of the 

organization to achieve those goals. Some people might have different perceptions 

of what is a remedial change versus a developmental change. 

❖ Unplanned Versus Planned Change 

 Unplanned change usually occurs because of a major, sudden surprise to  the 

organization, which causes its members to respond in a highly reactive and 

disorganized fashion. Unplanned change might occur when the chief executive 

officer suddenly leaves the organization. 



  Planned change occurs when leaders in the organization recognize the need 

for a major change and proactively organize a plan to accomplish the change. 

Planned change with successful implementation of a strategic plan, for 

organizations. 

OTHER TYPES OF ORGANIZATIONAL CHANGE 

❖ Strategic 

   Sometimes in the course of normal business operation it is necessary for 

Management to adjust the firm’s strategy to achieve the goals of the company, or 

even to change the mission statement of the organization in response to demands of 

the external environments. 

❖ Structural 

            Organizations often find it necessary to redesign the structure of the 

Company due to influences from the external environment. Structural changes 

involve the hierarchy of authority, goals, structural characteristics, administrative 

procedures, and management systems. 

❖ Process- oriented 

 Organizations may need to reengineer processes to achieve optimum  

workflow and productivity. Process- oriented changes is often related to an 

organization’s production process or how the organization assembles products or 

delivers services.  

❖ People-centered 

 This type of change alters the attitudes, behaviors, skills, or performance of 

employees in the company. Changing people-centered processes involves 

communicating motivating, leading and interacting within groups, changes include 

investment in training, socializing employees, changing norms to motivate a 

diverse workforce…… 



❖ Technological change 

 Requires that organizations learn how to manage the innovations process. 

Technological capabilities provide new products. Change exsiting ones, and create 

a core competence. 

CAUSES OF ORGANIZATIONAL CHANGE: 

  This necessitates a reorientation of capital, resources, employees and 

corporate system. Below are some of the common causes of  

❖ Organizational change 

 Exit strategy at the end of the product life cycle: 

This can be in response to a new superior product release, a change in consumer 

purchasing liabits or the indroduction of a new technology. Irrespective of the cause, 

capital and labor are redeployed to new more promising business activities. 

❖ Change in government 

     Employees that work for government departments can find existing initiatives 

get discontinued when a change in government takes place.  

❖ Mergers and Acquisitions 

 When two competitors merge the existing business operations of both 

companies get centralized and streamlined. This can result in the merging of 

departments and processes, cost cutting and a redeployment of exsiting resources. 

❖ Strategic Refocus 

 When the company changes its business processes to adopt a new paradigm 

organizational change ensues. Consider the plight of a company that shifts its focus 

form a product centric to a customer centric platform. 

 



❖ Structural change 

  When new administrative processes get indroduced, organizational change 

results. Consider the ramifications of centralizing an archiving process using 

computer technology. 

❖ Process oriented 

 When a company redefines its manufacturing operations by changing its 

manufacturing process to a JIT operations infrasture, warehosing and logistical 

operations are required to be redesigned and deployed. 

ENVIRONMENTAL AND INTERNAL ORGANIZATIONAL 

DETERMINANTS OF CHANGE: 

 Today organizations operate in a very dynamic and changing environment. 

All such forces that initiate changes can be broadly divided into two categories and 

they are Internal Forces and External Forces. 

INTERNAL FORCES: 

I. Change in Leadership 

 If there is change in leadership of an organization then this may result in 

change in perceptions, strategies activities and results. 

II.  Change in Employees Profile 

 There are some changes in the profiles of employees that are inevitable because 

of death, retirement, transfer, promotion, discharge or resignation. The human 

resources policies and practices have to be reoriented to suitable type of assorted 

workforce. 

 

 

 



III. Change in Employees Morale and Motivation 

   The changes in leadership, policies and practices may affect the morale and 

motivation of the employees. It can results in the declining productivity production 

and profits. 

IV. Union Influence 

 Despite the implementation of policies of liberalization by many 

Governments, the influence of the union on many organizations in respect of 

recruitment, services conditions, wage rates etc…is still perceptible. 

V.  Implementation of  New Technology 

 The technological developments in an organization result in change of job, 

production process, and also in the profile of the employee. It results in substantial 

changes like adding of more computers, automation, and reengineering 

programmers in most of the organizations. 

EXTERNAL FORCES 

I. Competition 

 The global competition has come into existence. Mergers and acquisitions 

have been on the increasing trend. Organizations have to make suitable changes in 

response to the demands from the competition. They should acquire the capacity of 

developing new products rapidly and market them quickly. 

II. Economic Fluctuations 

 The economic fluctuations  in the  security markets, interest rates, exchange 

rates etc continue to impose drastic changes on organizations. 

III. Social Trends 

The changing social trends like increase in college attendance,  



delayed marriages by young couple, economic upliftment of women and backward 

communities etc….. 

IV. Global Politics 

 Global politics lay great emphasis in modern-day organizations and it 

working. Global political activities like 9/11 incident, collapse of soviet union, the 

reunification of Germany, the policies of W.T.O., U.S attack on Afghanistan and 

Iraq etc… 

PLANNED AND EMERGENT CHANGE 

Planned change 

  One of the biggest distinctions in views about change is in relation to 

the nature of change. If you think of change as being about moving from one state 

to another in a structured manner, you are more likely to develop models which 

highlight a structured set if steps: this is generally refered to as “ planned change”. 

Emergent change 

  Alternatively if you see change as largely fluid and emerging , and think 

it is all around you and continuous then you are more likely to seek to manage change 

as part of what happens naturally in an organization and perhaps see interventions 

as cyclical or iterative. 

 

 

 



PROACTIVE AND REACTIVE EMERGENT CHANGE AND RESPONSE 

TO CHANGE: 

  This change may take place in order to respond to a new opportunity or 

to avoid a threat to the company. Regardless of the reason, change can be difficult 

for all involved: managers and employees face new challenges with change, and 

managers must learn to ease the difficulty of the transition. 

  This entry will discuss proactive and reactive responses to change, the 

major models of organizational change, and the responsibilities of change managers 

with special emphasis on the roles of transitional management teams and change 

agents. 

  Proactive change involves actively attempting to make alterations to the 

work place and its practices. Companies that take a proactive approach to change are 

often trying to avoid a potential future threat or to capitalize on a potential future 

opportunity. 

  Reactive change occurs when an organization makes changes in its 

practices after some that threat or opportunity has already occurred.  

LEVELS OF CHANGE AS A FUNCTION OF ORGANIZATIONAL LIFE 

CYCLE POSITIONS: 

1. Organizational life cycle (OLC) is a model that propose that business,  

over time, progress through a fairly predictable sequence of developmental stages. 

This model is linked to the study of organizational growth and development. 

2. Start-up, growth, maturity, and decline, with diversification sometimes  

Considered to be an additional stage coming between maturity and decline. 



Start-up stage 

  This stage companies accumulate capital, hire workers, and start developing 

their products or services. 

Maturity 

  The maturity stage is marked by security and by a slight slowdown. By this 

stage, companies have amassed assets and solid profits, by becoming established in 

the market. 

Growth 

  Growth stage where companies increase their resources and workforces 

dramatically. The financial situation of companies usually improves during this 

stage, as company revenues grow and as companies establish strong customer bases. 

Decline  

  Decline stage, mature companies often take a variety of actions to renew their 

growth, such as acquiring other companies and expanding product lines. Some 

business theorists consider the foray into new markets a separate stage, namely, the 

diversification stage. 

THE DEVELOPMENT OF THE OLC MODEL 

➢ Management theorists alluded to development stages in the early to mid-

1900s, Mason Haire, editor of the 1959 volume Modern Organization. 

➢ Theory, is generally recognized as one  of the first theorists to use a biological 

model for organizational growth and to argue that organizational growth and 

development follows a regular sequences. 



➢ A chandler, author of the 1962 book strategy and structure, influenced later 

OLC research with his argument, based on a study of four large U.S. 

➢ Since the early 1970, the number of life cycle stages proposed by business 

scholars has ranged from three to ten, but most OLC models have four or five 

stages. 

➢ Thus, different stages of the company’s life cycle require alterations in the 

firm’s objectives, strategies, managerial processes (Planning, organizing, 

staffing, directing, controlling), technology, culture, and decision making. 

REASONS FOR BUSINESS CHANGE 

1. Most companies in mature industry are also mature and so such 

companies must launch new products or services or more 

competitive marketing strategies. 

2. Changes in customer preferences may causes both companies and 

their respective industries to move into another development stage. 

PROMOTING NEW GROWTH 

1. To promote new growth, companies also must attempt to introduce 

innovations and hence company management must emphasizes 

creativity at this point, according to Leroy Thompson,Jr., author of 

Mastering the challenges of change. 

2. As a company matures, it must focus more and more external factors 

that can lead to decline. 

3. If a company fails to take the initiative during the maturity stage, it 

may face an even more formidable task of trying to reverse its 

descent later on. 



4. To avoid losing ground, Thompson recommends that companies 

maintain a marketing attitude, which entails determining customer 

needs and wants and striving to meet them. 

MANAGEMENT STYLES   

   There are different styles following are: 

✓ Lower level  

✓ Upper level  

✓ Final level 

✓ Maturity level 

  Hence, companies must re launch or recast themselves at this stages in the 

organizational life cycle.  

EFFECTIVE   LEADERSHIP IN THE CHANGE MANAGEMENT 

PROCESS 

  Effective leadership in the change management process is particularly 

important because, of all the factors involved in organizational-change. According 

to McShane and VonGlinow (2004), a leader must be able to “influence, motivate 

and enable others to contribte toward the effectiveness and success of the 

organization” Stabilizing the organizations after the change process begins is critical 

to continued success. 

  McShane and VonGlinow (2004) outline seven competencies to effective 

leadership. Those competencies include emotional intelligence, integrity, drive, 

leadership motivation, self-confidence, intelligence and knowledge of the business, 

leaders with this set of competencies and skills should be effective in their leadership 

abiity regardless of the leadership style that they favor. 



SELECTING THE RIGHT LEADERSHIP STYLE 

  Selecting the right leadership style to influence the effectiveness of change is 

important if large organizational change is to be successful. Different leadership 

styles to consider include visionary inspirational leaders, commanding leaders, 

situational leaders, people –oriented and task-oriented leaders. The right leadership 

style might changes as the situation within an organization. 

  A visionary leadership style should be used when a leader is trying to move 

people towards a shared dream. However, a coaching leadership style might be used 

to effectively connect what a person wants with organizations goals. 

  When drastic organizations changes are involved, having leaders who are 

people-oriented as opposed to task-oriented will be better able to anticipate the needs 

of the employees as they motivate and enable them to change. 

STEPS FOR LEADING CHANGE 

  Kreitner and Kinicki(2004) outline John Kotter’s eight steps for leading 

organizational change as another model to follow when attempting to manage the 

change process. Kotter suggests establishing a sense of urgency, empowering. 

Groups of people to lead change, generating short-term successes, reinvigorating the 

change process and finally anchoring or stabilizing the new approaches. 

  Effective leadership in the change management process is particularly 

important because of all the factors involved in organizational change. As situations 

shift, leaders must be able to adapt and motivate employees to reduce fear 

uncertainty and less of employees morale. 

 

 



LEADERSHIP  THEORIES  

➢ Trait theories 

Trait theories argue that leaders share a number of common personality 

traits and  

Characteristics, and that leadership emerges from these traits. Early trait theories 

promoted the idea that leadership is an innate, instinctive quality that you either have 

or don’t have .thankfully, we’ve moved on from this approach, and we,re learning 

more about what we can do as individual to develop leadership qualities within 

ourselves and others. 

➢ Behavioral theories  

In the 1930s, Kurt Lewin developed a leadership framework based on 

a leader’s  

Decision-making behavior Lewin argued that there types of leaders; 

I. Autocratic leaders 

Autocratic leaders make decisions without consulting their teams. 

This is considered appropriate when decisions genuinely need to be taken quickly. 

II. Democratic leaders 

Democratic leaders allow the team to provide input before making 

Decision, although the degree of input can very from leader to leader. 

III. Laissez-faire leaders 

   Laissez-faire leaders don’t interfere; they allow he team to make Many 

of the decisions. Typically this happens when the team is highly capable and 

motivated. 

➢ Contingency theories 

The realization that there isn’t one correct type of leader led to theories that 

the Best leadership style is contingent on, or depends on, the situation. These 



theories try to predict which leadership style is best in which circumstance. A 

popular contingency-based framework is the Hersey-Blanchard Situational 

Leadership theory, which links leadership style with the maturity of individual 

members of the leaders team. 

➢ Power and influence theories 

These theories of leadership take an entirely different approach. They are based on 

The different ways in which leaders use power and influence to get things done, and 

the leadership styles that emerge as a result. Perhaps the most well known of these 

theories is French and raven’s five forms of power. Similarly, leading by example 

is another highly effective way to establish and sustain a positive influence with 

your team. 

AN UP-TO-DATE UNDERSTANDING OF LEADERSHIP  

   Leadership, there’s an underlying message that leaders need to have a 

variety of factors working in their favor. Effective leadership is not simply based on 

a set of attributes, behaviors, or influences. 

✓ Sets clear goals. 

✓ Clearly communicates a vision. 

✓ Sets a good example. 

✓ Expects the best from the team. 

✓ Encourages. 

✓ Supports. 

✓ Recognizes good work and people. 

✓ Provides stimulating work. 

✓ Helps people see beyond their self-interests and focus more on team 

interests and needs. 

✓ Inspires. 



POPULAR LEADERSHIP STYLES 

 1.Autocratic leadership 

  Autocratic leadership is an extreme form of transactional leadership, where 

leaders have absolute power over their workers or team. Staff and team members 

have like opportunity to make suggestions, even if these would be in the teams or 

the organizations best interest. 

 2.Bureaucratic leadership 

  Bureaucratic leaders work by “by the book”. They follow rules rigorously, 

and ensure that staff follows procedures precisely. This is a very appropriate style 

for work involving serious safety risks involved. 

 3.Charismatic leadership 

  Charismatic leadership style can seem similar to transformational leadership 

because these leaders inspire lots of enthusiasm in their teams and are very energetic 

in driving others forward. However, charismatic leaders can tend to believe more in 

themselves than in their teams, and this creates a risk that a project. 

 4.Democratic leadership  

  Although democratic leaders make the final decisions, they invite other 

members of the team to contribute to the decision-making process. This not only 

increases job satisfaction by involving team members, but it also helps to develop 

peoples skills. Team members feel in control own destiny, so they re motivated to 

work hard by more than just a financial reward. 

 

 



 5.Laissez-faire leadership 

  This French phrase means “leave it be “ and it’s used to describe leaders who 

leave their team members to work on their own. It can be effective if the leader 

monitors what’s being achieved and communicates this back to the team regularly.  

 6.People-oriented leadership 

It’s a participative style, and it tends to encourage good teamwork and 

creative collaboration. 

 7.Servant leadership  

  This term, created by Robert Greenleaf in the 1970s describes a leader who is 

often not formally recognized as such. When someone, at any level within an 

organization, leads simply by meeting the needs of the team, he or she is described 

as a “servant leader”. 

 8.Task-oriented leadership 

  Highly task-oriented leaders focus only on getting the job done, and they can 

be quite autocratic. They actively define the work and the roles required, put 

structures in place plan, organize, and monitor. However, because task-oriented 

leaders don’t tend to think, much about the well-being of their teams. 

 9.Transactional leadership  

  This style of leadership starts with the idea that team members agree to obey 

their leader totally when they accept a job. The transaction is usually the 

organizations paying the team members in, return for their effort and compliance. 

The leaders has a right to “punish” team members if their work doesn’t meet the pre-

determined standard. 

 



 10.Transformational leadership 

  As we discussed earlier, people with this leadership style are true leaders who 

inspire their teams constantly with a shared vision of the future, while this leader’s 

enthusiasm is often passed into the team, he or she can need to be supported by 

“detail people”. That’s why, in many organizations, both transactional and 

transformational leadership are needed. The transactional leaders ensure that 

rountine work is done reliably, while the transformational leaders look after 

initiatives that add value. 

 

 

   

 

 

   

 

 

  

      


