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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. 
	Managing Change


Change is about the situation and doing things different, for example this could be moving to a new building, changing ICT programmes to complete work, upgrading technology. These examples would all be the situation of change. The way we manage change is how we adapt to do things differently. This could be adapting to new ideas, seeing things in a different light and adjusting to surprises. When we experience change we go through what is called a transition period, this is when we learn different behaviours and techniques to enhance our roles. Trying new challanging work methods, facing our fears of the unknown and stepping out of our comfort zones.
Change is a new ICT programme. Transition is learing how to use it.
With the new Programme one might be :
· excited by the possibilities of new design features to make recording confidential details much easier and more secure.
· Happy to have the state of the art live running programme for real time actions to stay in date with target figures.
· Stimulated by working with a programme that has never been heard of before or used within the company.
However, one might also :
· Be fearful and uncertain of how to use all the features
· Anxious and worried that the new programme may be too difficult to use productively.
This person would need to:
· Give up something to get something, i.e. the familiarity of the original programme to learn all concepts of the new one.
· Unlearn previous knowlege of old programme and adjust to the new technology
· Step out of the comfort zone.
William Bridges became a doctorate that focused on change. He belived that change was not a problem but more of a situation. People have difficulty with transition and go through three stages that allow us to accommodate ourselves to any change. This is known as The Change Cycle.


Stage 1:Ending, Losing and Letting Go 
All change begins with an ending. We let go of something stable, known and dependable. Intellectually we may accept change but emotionally we may still resist it. Change is sometimes perceived as exciting, stimulating and motivating. Change is also seen as a loss. It simply means we are letting go of one thing to try another. Failing to identify and prepare for a loss is the biggest difficulty for people when transitioning.
When people first learn that a situation they understood and were comfortable with is about to be replaced with something new, they experience an emotional reaction. If we fail to understand and acknowledge that, they may well resist change all the way through a change initiative. When people realize that change is on the way, they may:

· Feel afraid
· Enter denial
· Become angry
· Feel sad
· Feel disorientated
· Feel frustrated
· Experience uncertainty
· Undergo a sense of loss
Dealing with these feelings takes patience. To be a good manager employees need to be encouraged to be open about their emotional reaction to change and understood when they talk about the way they feel.  Discussion about the change and being transparent about why it is to be initiated will also give a greater understanding and aid towards better feelings and empower the employees to embrace new beginings.  Talking about future roles and providing support for the employees to adapt to new patterns helps to breakdown barriers. Bridges believed that the emotional reaction to change is largely a response to being confronted with the unknown and a failure to understand.
Management needs to reassure the employees that their skills will remain important within the organisation by demonstating the positive results the change will bring. This is to support the employees to "let Go" and be ready to face the next phase of transition.
Stage 2: The Neutral Zone
When people enter the neutral zone, they are not yet entirely comfortable with change and will still need a lot of encouragement. By now, change is inevitable. It is taking place and people are getting used to new ways of doing things. The learning curve is a stressful one, and they are not yet at home with the new way of working.
Employees look back at the way things used to be and may secretly or openly feel that it was pleasanter or better. At the same time, they are in the process of adapting to the change that is being implemented.

The following reactions are likely to occur:
· Employees or individuals show that they resent the change.
· Morale is low, and productivity suffers.
· They feel anxious and unsure about their new role and their identity within the organization.
· They are skeptical about the change initiative.
This may prove frustrating to management as employees struggle to implement change even though there may have been careful planning and strategising. The change has been implemented, yet the results are not what is expected.
However, persistence pays off. This is the time to give the employees a sense of direction and to keep the change vision firmly in mind. 
At this phase lots of encouragement needs to be provided, employees will need to be reminded of the positive results that will accrue,management will need to recognize success, and help people through areas where they are getting overwhelmed. Encourage open communication and give people the support they need to move ahead and succeed.
During this transition phase it is also important to acknowledge and celebrate progress the team has made. Employees need to feel the change is positive. Management need to discover how to reinforce that the change is begining to bring the desired results. Positive reinforcement helps to build and sustain new habits.
Stage 3: The New Beginning
At stage three of Bridges transition cycle all the changes that have been implemented start to fall perfectly in place. People are beginning to see the real results of the change process they ventured on with you.  They see why the new way of working is better, and they can see how their efforts are starting to pay off. It all makes sense now.
The emotions people experience become far more positive:
· They feel energized
· They want to learn more
· They feel committed to their role
As a manager, these feelings and emotions would need to be sustained from the employees and with the right management skills the atmosphere could remain optimisitc and positive. Employees may need additional support from time to time to prevent relapsing into stage 2 but with good monitoring skills from management, this can be prevented.

Daryl Conner lays out the human reaction to change as shown below.


At one time the pace of change was a short burst of disruption followed by longer periods of operation. Today there are no rest periods, change is continuous and enormous.
Reactions : People all act differently when it comes to change. People can be Innovaters which means they are willing and have a want to try new ways of working or who have responsibility for continuous improvements. Innovaters push for change. Then there are the group that are known as The Early Adopters who at first will embrace change. They may even be onboard before fully understanding the change or why it is necessary. They welcome change either because they can foresee the immediate benefits or they prefer variety over routine. The next group are The Early Majority who are influenced by the innovators and early adopters and who prefer to be ahead of the game. The Late Majority are people who are more cautious, they hold back until they are sure they understand what they are doing and until they believe the change will work to the advantage of the organisation. Only then are they happy to take on the new change. The next group of people are grouped as The Late Adopters and it is this group that will be the last to accept the change and may not do so willingly. They are not easily convinced of the value of change but upon seeing positive results can be suede to accept the change and work towards achieving the desired outcome. The last type of people are labelled as The Diehards who are completly resistant to change. If their resistance is absolute they may be moved to a different position within the organisation or have their employment terminated. They can become angry and bitter towards they direction the organisation is moving. Everett M  Rogers believes that if 5% of people adopt a change, it is then embedded. But if 20% adopt it, then the change is unstoppable.
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