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Change Management 

& 

Project Management 



Hopes and Concerns 

Hopes/objectives      

Concerns 

Strength 

Development  



Change 

 
• A reaction to specific problems or 

opportunities the organization is facing 

based on internal or external stimuli; 

 

• „Becoming more competitive' or 

'becoming closer to the customer' or 

„becoming more efficient‟; and 

 

• These goals must be transformed into the 

specific impacts on processes, systems, 

organization structures or job roles. 



 

Change 

 

The Formal Definition 

of  

Change Management 

& 

Project Management 



What is change management 

 

• The process, tools and techniques to manage 

the people-side of change to achieve a required 

business outcome. 

 

• An approach to transitioning individuals, teams, 

and organizations to a desired future state.  

 

• Incorporates the organizational tools that can be 

utilized to help individuals make successful personal 

transitions resulting in the adoption and realization of 

change 

http://en.wikipedia.org/wiki/Individual
http://en.wikipedia.org/wiki/Team
http://en.wikipedia.org/wiki/Organization


Project management 

• The application of knowledge, skills, tools 

and techniques. 

 

• The application and integration of the 

project management processes of initiating, 

planning, executing, monitoring and 

controlling and closing. 



Four parts changes 

• Processes 

• Systems 

• Organization structure 

• Job roles 



Current  Transition Future  

Project Management 

Change Management  



.  



Change Management 

Process: 

 Planning for change 

 Managing change 

 Reinforcing change  

Tools  

 Individual Change Model 

 Communications 

 Sponsorship 

 Coaching 

 Training 

 Resistance Management  



Project management 

Process: 

 • Initiating 

 • Planning 

 • Executing 

 • Monitoring and controlling 

 • Closing 

 

Tools  

 Statement Of Work, Project 

Charter, 

 Business Case 

 Work Breakdown Structure, 

Budget 

 Estimations, Resource 

Allocation, 

 Schedule 

 Tracking, Risk Identification 

And 

 Mitigation, Reports On 

Performance And 

 Compliance 



 

Anytime you alter processes, 

systems, organization 

structures or job roles, you 

need a structured approach 

to manage both the 

'technical' side‟ and the 

'people' side of the pending 

change.  



 

Your organization, its culture and 

history, and the specific change 

that you are implementing all 

influence the right amount of 

project management and change 

management.  



How much project management is needed?  

 The complexity and 

degree of change  

 Processes, systems, 

organization structure 

and job roles  

 Disruption created  

 Individual employee's 

day-to-day work and the 

 Organization attributes 

like culture, value system 

 History with past changes  



Reasons For Change 

 

Globalisation 

& 

Technology  



What Changes To Implement 

1. Levels, goals, and strategies 

2. Measurement system 

3. Sequence of steps 

4. Implementation and 

organizational change 

 



Key Features of Successful 

Transformational Change 

 Business drivers 

 Emotional and intellectual 

support 

 The new way of working 

 Significant investment into 

communications 

 Experiences that shape future 

behaviour 

 Dimensions of management 

behind the change 

 Talent, creativity and ingenuity – 

often in unexpected ways 

 The drivers into the project plan 

 Clear engagement / involvement 

strategies 

 Accomplished before, during and 

after implementation 

 Communicate from the very start of 

the project 

 All levels of management behind the 

change 

 Processing resistance and conflict – 

natural during change 

 Provide processes that emotionally 

support people through all parts of 

the change 

Key Features Implications 



Ten Points of Potential Failure 

1. A continued discrepancy - top management statements of 

values or styles and their actual managerial behaviour 

2. Programme of activities - without any clear goals 

3. Confusion between ends and means 

4. Short-term perspective - Three to five years as a realistic 

time framework for organisational change 

5. Lack of coordination between a number of different 

activities aimed at increasing organisational effectiveness 

6. Overdependence on others 

7. Large gap - the commitment to change at the top of the 

organisation - the transfer of this interest to the middle of 

the organisation 

8. Trying to fit a major organisational change into an old 

organisational structure 

9. Applying an intervention or strategy inappropriately 



The Need for a Compelling  

Business Case 

Strong data-driven rationale 

 A specific research-based reason for change 

 Linked directly to performance goals 

Clarification and communication of vision 

Compelling reason and urgency behind change activities 

Focused strategy for stakeholder engagement 

Identification of critical audiences and gap analysis 

Realistic understanding of organisational implications 

Formal; informal; people; tasks 



The Need for a Strong Foundation 

Create a shared, defined 

and robust view of the 

imperatives for change 

and performance 

requirement 

Decide on the vehicle for 

change (e.g. process 

redesign, cost reduction, 

culture change, closer 

alignment with customers) 

Assess the organisation’s 

readiness and capability 

for change 

Identify stakeholders 



 

Leadership 

 

Moving 

 

Clear committed leadership 



Key Features of Leading Change 

 Making the journey and destination compellingly 

attractive 

 Helping people see a future they want to be part of 

 Helping people find a purpose and meaning for 

themselves 

 Requesting commitment 

Enrolling 

Enabling 

Energising 

Exemplifying 

 Helping people see possibilities for their 

contribution 

 Challenging self-limiting beliefs 

 Setting (together) stretching targets 

 Building self-esteem, confidence and trust 

 Putting into action 

 Building and sustaining people‟s energy 

 Celebrating successes 

 Giving recognition 

 Expressing optimism 

 Demonstrating the behaviours and values that are 

being required of others 



Key Features of 

Leading Change 

 

Purpose 

Picture 

Plan 
Part 



Transformation Process 

Set the 

direction 

Create the 

desire & will 

to change 

Phase 

Content 

Outcomes 

Part 
Unfreeze      Mobilise      Realise      Reinforce      Sustain 

Make early 

changes & 

build 

confidence 

Secure 

widespread 

shift in 

behaviour 

Underpin 

with 

changes in 

structure 

& people 

processes 

Strive for 

continuous 

performance 

improvement 

Break 

with 

the 

past 

Build 

the 

energy 

Performance 

lift-off 

Embed 

new 

culture 

Push 

the 

limits 



Plan from the Perspective 

of the Recipients of Change 

Board 

Senior Mgmt Team 
  Where do we want them to be? 

 
  What initiatives will help them get there? 

 
  Is the ‘load’ of change reasonable & within 

capabilities? 
 

  What projects do we need to provide the initiatives 

Customer Facing Staff 

Front-line Managers 

Middle Managers 

Support Teams 

Part 
Unfreeze     Mobilise      Realise       Reinforce     Sustain 



Surfacing Potential Barriers Early On 

 Strategy 

 Structure 

 Process 

 Operating 

principles 

 Culture/behaviour 

 Jobs 

 People 

 Change gets bogged because barriers are not dealt with soon 

enough or openly enough to keep the change process moving 

 Barriers may exist anywhere and everywhere – even the 

difficult-to-see places… 

 Leadership 

 Management 

 Resources 

 Systems 

 Rewards 

 Values/Beliefs 

 Capabilities 

Consider: How will this 

change effort affect…? 



Identify Strategies for Closing Critical Gaps 

Organisational Dimension Gap Strategy 

Strategy 

Structure 

Process 

Operating Principles 

Culture/Behaviour 

People 

Leadership 

Management 

Resources 

Systems 

Rewards 



Importance of Leadership Communication 

 Actions speak louder than words 

 Day-to-day behaviour and signals need to live the vision 

Why should I 

change my 

behaviour or 

go the extra 

mile? 

Leadership 

65% 

Grapevine 

? 

Systems &  

Processes 

25% 

Media 

10% 



Making Sense of the Journey 

The information they receive 

Their work and how they do it 

The context in which they do their work 

The needs of the organisation 



Information + Involvement 

to Build Commitment & Change 

Awareness 

of desired change 

Understanding 

of change direction 

Translation 

to the work setting 

Commitment 

to personal change 

Internalisation 

of new behaviour 

“Yeah, I saw the 

memo” 

“I understand where 

we need to go” 

“I know how we need 

to do our jobs 

differently” 

“OK, I‟m ready to do it 

the new way” 

“This is the way we do things 

here” 

Stages of 

Individual 

Behaviour Change 

Information with some 

involvement sufficient here 

Significant 

involvement 

needed 



Ten Strategies for  

Employee Involvement 

1. Meet regularly and openly discuss 

2. Recognise that employees understand that you may not 

have the answers to everything but it‟s important for them 

to feel the communications are open and honest 

3. Constantly communicate clear goals and vision of the new 

situation 

4. Encourage people to discuss fears and concerns in teams 

5. „Suggestion boxes‟ 

6. Weekly lunches or other informal meetings 

7. Whenever possible, assign roles and responsibilities in line 

with peoples interests 

8. Develop rituals and events 

9. Involve employees affected by the changes 

10. Realistic career options 



Coaching Others in Building 

Employee Commitment 

1. Identify individuals or groups 

2. Create and follow a departmental plan to increase 

commitment of all players 

3. Continually encourage and enable 

4. Continually communicate the goals of the change 

process 

5. Turn covert resistance to overt resistance and then to 

commitment 

6. WALK THE TALK! 



What People Pay Attention To: 

1. Leader attention, measurement, rewards and controls 

2. Leader reaction to critical incidents 

3. Leader role modelling, coaching 

4. Criteria for recruitment, promotion, retirement and 

excommunication 

5. Formal and informal socialisation 

6. Recurring systems and procedures 

7. Organisation design and structure 

8. Design of physical space 

9. Stories and myths about key people and events 

10. Formal statements, charters, creeds, codes of ethics etc 

Between 80-90% of behaviour is 

determined by the first three points 



THE END  

 


