 -
 -
 -
[image: BOLC_Logo]                                                                  
   Assignment Cover Sheet





	Student Name:
	Benjamin Bushell

	Student Number:
	30372

	Course:
	Advanced Diploma in Management & Leadership Level 5

	Assignment NO:
	7 Managing Change



Marking Criteria:
 We expect the learners to write minimum one well expressed point in three lines against each allocated mark. This means one needs to write 15 lines with 5 well expressed points to get high grades for a 5 marks question.
For high grades use examples and illustrations where appropriate. 
	Please insert your completed assignment ( in word format)  here:

1. How will you define and explain change? (10) 

Change can be defined as ‘doing something differently’ and relates to a wide range of applications; this can be a different perspective, moving locations or altering a process. In general, change is a complex mechanism to explain, this is because of the chaotic elements of human psychology, where the disruption of familiarity and routine can be a challenge to accept immediately. Humans are complicated, everyone has different requirements and motivations, meaning everyone will react differently to any change. A good leader will understand that change is an essential element in growth and that those affected by change need to be positively motivated to accept and thrive on the new opportunity. A key and often undervalued point for change is to let go of the past to prepare for the future. Change can be variable, it can be positive, negative or a mixture of both. For change to be successful, the leader must plan accordingly, expect unknown challenges and be flexible to overcome them. As Connor (2005) highlights, the most important part of change is the process which must be carefully evaluated as it develops; leaders will either over or under deliver the initiative. Change, which is the actual difference is separate from the transition, however both are dependent on each other.

2. What are the three phases of “The Change Cycle”? (10)
 
The three phases are:

Endings- Where one lets go of the previous way, the beginning of the chaos and the first step into the unstable phase of the transition period. A good leader would embrace this and use it to motivate the team to strive to a better place.

Transition/Neutral zone- This is where people start to learn and accept the change, mentoring and support is needed here to make sure the transition is successful. This stage is often undervalued so a good leader will utilize this time to set up the next stage.

Beginnings- Here is the start of the new process, the most important element is to get people involved to support and motivate others to accept and drive the change. A crucial focus should be on inspiring the vision for others to strive for.

3. Explain various Human Reactions to change? (10) 

Humans have a need to control the environment around them, this includes the workplace and as change can be chaotic, it can cause many different reactions from people. The transition period of change can be the most chaotic, which is why it is wise to invest the team into this phase so they feel like they have some control. The end product can determine whether the human reaction can be positive or negative, depending if the reality of the change meets expectations.

Today, continuous improvement methodology is widespread across the world therefore change is happening all the time. Everette (2003) breaks down human reactions into the following genres:

The Innovators- these are people who have the continuous improvement mindset and will push for change.

The Early Adopters- who will be the first ones to embrace the change, possibly without fully understanding the situation. This is usually because they prefer variety over routine or are in an environment that has a strong hierarchy, such as the armed forces.

The Early Majority- are the ones who are influenced by the previous two genres and want to be ahead of the change instead of being swamped by it in the future. 

The Late Majority- more cautious than the Early Majority, they hold back until they are certain about what they are doing and they know the parameters of the change.

The Late Adopters- they are much more challenging to convince of the change, more effort is usually needed to show them the positive outcomes. This is not always a negative position as they may be able to show if something is not working so it will be wise to pay attention to and address their concerns, which will assist them converting to the change.

The Diehards- these people will resist the change and can be very damaging to a team. They can become angry and bitter about the situation and usually become the casualties.

For a leader, the best method is to approach the innovators and Early Adopters first. When 5% of a team adopt the change then it is embedded, however with 20% it is unstoppable.

A great model to illustrate how people react to change is the Four Room Apartment model, developed by Claes Hanssen. In summary it helps people become self-aware of their own and others actions within a situation by showing where they are in the process. The four rooms are:

Contentment- the place to start, where people are not exposed to the change yet. Usually people feel comfortable.

Denial- the immediate defensive reaction with more aggressive traits such as anger and frustration which occurs immediately after change.

Confusion- people then feel a bit lost and uncertain, however more willing to adapt to the new way.

Renewal- more energy is generated and people have adapted to the new change and start to feel content.

Resistance is an important reaction to explore; it is a natural response and can be positive and negative. People may be apprehensive to a new process and resist, however this should be dealt with head on to assure the affected individuals. Incentives may be a useful tool to reduce the push back from those unwilling to adapt.

In summary, humans are complicated and there is not one method to deal with every situation. A leader should spend time assessing everyone individually and plan what to do accordingly to make sure that most people have a positive experience to the change and therefore influence them to adapt to it. 
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