Elaine Sharplin



the courage to change
s I can, the serenity to

ings I cannot change, and
the wisdom to know the difference.



even the longed for,
2l I

change.
Heraclities (535-475 BC).



gnisHilstchange model

Expressed need or problem

Uncertainty Initiation and adoption

with choices

Diffusion and
< dissemination
activities

Developing

Implementation
confidence & expertise

< Evaluation
v activities

Consolidating Institutionalisation
position

and continuance

(1982)




: ching the process
issessing needs
d) developing commitment






aki eeded organizational
nges

d) moving into the hard budget
(Miles, 1982 )
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FUlEn's ColElple

“Wollcan timandate Winat matters - you can't
OIEICOMIPIEXACHENTE

"N EhandeENsie jourr'ﬁm Ot aﬁlue print - change

[SINEREIREDN, exXcIting and perverse

Proplemsiarerour: firiends - inevitable part of

~ learning
Vision| and strategic planning come later -
premature vision and blind planning
Individualism and collectivism must have
equal power - both are necessary

L essons 1993



COMNEGHON \/\/Jrnﬂne wider environment is
i critical = learn externally and internally

Every person Is e change agent - it can’t be
left to a few




and

I'the meaning of operating on
the edge of chaos



€ 1S anxiety
)y, containing



Communication of
Getting used

( o change events
il to the

Expecting that Change events changes
something is going
to happen
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time of rumours adjustment period
and speculation

—_—e

waiting for change

Diagram 1: Large-Scale Organizational Change Time-Line



tify with the
Ssymbols, and
0 the past often
g of reality as
se. For hem, going back
)oding and threatening
| illars of certainty,
aning, and support have
disappe

red.r(Spady & Schwann, 2001, p. 10).



Carl Sandburg
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shock
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sadness and gradual
preoccupation / acceptance

with loss \:
‘ 1

despondency
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2l Esponses to change

discounting
Happy acceptance of change internalization
” Work productivity
back to normal

numbness

Not believing the news
e sadness and  Much time spent talking about

reoccupation ‘the good old days’ » Long lunch hours
plll loss Reduced work output and mistakes

ANger Blaming others and themseives  /gradual

Renewed
interest in
activities

Increased absenteeism * Lack of motivation «
Lethargy, quietness and withdrawal ¢ Low morale
and self-esteem * Reduced communication ¢
Reluctance to take on extra work ¢

working longer hours (as they find they cannot do
aH the work they used to in the time allowed)

r




Emotion

Feelings associated with emotion

Possible reasons for feelings

Fear
(generally relates to
future expectations)

Uneasiness and apprehension
Anxiety

Worry

Restlessness

Feelings of panic and dread

Fear can lead to:
Reduced self-confidence
Reduced self-esteem
Confusion

Stress

Uncertainty about the future
Fear of redundancy

Fear of not coping

Fear of not being successful in a
new position

Anger
(often relates to
present situation)

Irritability

Frustration

Short temperedness

Increased arguments at home and
at work

Restlessness

Rage

Anger can lead to:
Depression

Headaches

Stomach upsets
Sleeplessness

Increased blood-pressure

Not being involved about
decisions about change

Reduced status

Other people in control of
situation

Not knowing what is going on
Lack of control over the situation
Reduced career prospects

Sadness

(can relate to the past
situation or to the
present situation)

Vulnerability

Hurt

Sensitivity

Tearfulness
Preoccupation with loss
Desolation

Sadness can lead to:

Depression

Feeling ‘flat” and unenthusiastic
about life

Loss of enjoyable aspects of our
job

Not working with the same team
Not being recognized for the
work we have done

Joy

(can relate to future
expectations, present
or past events)

Contentment
Happiness
Excitement
Elation
Euphoria

Unexpressed joy can lead to:
Depression

Being able to do something
different

Not having the stress of
management

Being able to review our career
Positive feedback from boss
Promotion
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s and 1deals of participants
provide a context for the change



s afforded by the
e participants desire.

- consensu ‘group decision
0. Efforts'argnade for all shades of

opinion to be recognised along with valid
objections



ly explained to all
nity for feedback

€ have supportive,
tions with one



“RlErE IS Metping more difficult to carry
UL NEMNERE doUbtiul el success, nor
MoENeENEErousite handle than to
nitiate' ainew”

Machiavellr, (“Jcﬂ~ 1 Pri 88)
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