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The management of change is an important discipline in today’s ever changing business environment. Change is never easy
and managing it in a large corporate environment is even more challenging. Human resource manager must be familiar
with the techniques the organization can use to bring about Organizational Change. It includes understanding of 3 things.
1.How to overcome Resistance to Change?, 2.How to organize and lead an Organizational Change?3.How to use a
technique known as Organizational Development? This paper is based on a research that was conducted in 2013 and
deals with the Management of Change and Organizational Development in banking sector. This bank had amalgamated 2
different business units into a single unified business entity. This transformation within the bank's service center as a research
problem, which was evaluated through the qualitative research method. This research focus on a change management
process consisting of e Planning the change ¢ Implementing that change through Organizational Development. This paper
discusses the finding as per the research conducted and provides recommendations which include: e Highlighting the
strategic significance of the change e Clearly formulating a vision for the change. ¢ Leaders applying transformational
leadership principles e Providing plenty of communication message focus on what a change would entail for all the Stake
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holders going forward.
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Introduction:

According to John Kotter, most credible evidence suggest that
change will happen at a more rapid pace in the business en-
vironment in the future. Kotter states that the rate of environ-
mental movement will increase and pressure on organization
to transform them will grow over the next few decades. He
suggests that if this is the case that the only rational solution
is to learn more about what creates successful change.

By performing research, focusing on a real business situation,
interesting results are often found. The change process evalu-
ated in a recent research study, which forms the basis for this
paper, is the alignment of two formally independent business
entities into one unified business unit.

Defining Change Management:

In thinking about what is meant by - change manage-
ment, at least four basic definitions come to mind:

1. The task of managing change.

2. An area of professional practice.

3. A body of knowledge.

4. A control mechanism.

According to Lamarsh,

“Change Management is an organized, systematic application
of the knowledge, tools, and resources of change that pro-
vides organizations with a key process to achieve their busi-
ness strategy.”

Organizational Change:

There are many forms of planned change innovations such as
technological innovations, new product development or train-
ing and development. But the two types of change that have
attracted analysis in the study of organizational behavior are
organizational change and organizational development (Bu-
chanan and Huczynski, 1997). This paper is more concerned
with the latter. But a definition of both will strengthen the un-
derstanding of each.

Organization change discusses the interrelationship between
the organizational change and human change. Kubr (1996)
states that organizational changes can involve; products and
service, technologies, systems, relationships, organizational

culture, management techniques and style, strategies pursued,
competences and capabilities, performances and other fea-
tures of a business. These change further affects features in
an organization which may require further changes in struc-
ture, legal framework, ownership, sources of finance, net-
works and impacts. No real lasting changes can occur with-
out a change in attitude and behavior as illustrated in figure
below.
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INDIVIDUAL BEHAVIOUR (3)
Difficulty
involved
ATTITUDES (2)
KNOWLEDGE (1) |
@ow)
(Short) (Long)
—————————————— Timeinvolved
Source: P. Hearsey and K.H. behaviour Cliffs,
New Tersey. Prentice-Fiall, 1072). p 160

This approach is preferred by organizations - including public
sector organizations — operating in a fast moving competi-
tive environment and faced with immediate threats that need
rapid change and improvements within tight timescales. This
marks a good point of divergence between organizational
change and organizational development which on the other
hand promises improved effectiveness within the long term.

Organizational Development

The above illustration describes vividly the OD approach. There
are many definitions that have been given to describe the pro-
cess none of which are likely to be understood in the context
of this paper. It has the following attributes:

e A planned process of change.

e Applies behavioral science knowledge.

e Aims at the change of organization culture.

e Aims at reinforcement of organization strategies, structures
and processes for improving organization’s effectiveness
and health.

e Applies to an entire system of an organization, department
or group as opposed to an aspect of a system.
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e Targets long term institutionalization of new activities such
as operation of self managed or autonomous work teams
and other problem solving capabilities.

e Encompasses strategy, structure and process changes.

e A process managed from the top.

The Research Study:

The study regarding the management of change was under-
taken within a banking institution using formal research meth-
odology. The Banking Unit studied serves as a real delivery
channel to the bank customer base, through which products
are sold and serviced. Specific focus was placed on the ap-
proximately 200 employees directly affected by the alignment
projects. This business unit forms part of a bigger Financial
Service Group.

Objective of the Study:

Change can only be effectively implemented through proper
planning and communication. Here the object of this research
paper is to understand and manage the change through the
change process in bank. This paper highlights the finding of
the research and provides some recommendation in terms of
managing change. The outcomes of the research must be dis-
cussed by focusing on the research problem and sub problem
which investigated the following:

To determine whether the planning process for the change
initiative was effectively handled with specific relation.
Whether the guiding coalition was strong enough to guide
the alignment project.

Whether a vision and strategy were successful formulated
for the alignment project.

To determine whether the change process during the align-
ment project was successfully implemented with specific
focus on communicating the vision during the change initi-
ative.

Target Group

Population 200 Employees

Sample Drawn 121 Employees

Sampling Method Non Probability Sampling

Questionnaire & Structured

Sampling Technique | |Siarview

Analysis & Interpretation

1. Creating a sense of urgency:-

If a people of an organization don't feel the urgency for
change, the change process will not have enough momen-
tum. It refers specifically to the complacency level within an
organization. Creating a sense of urgency is linked to the
planning phase of change.

Looking the change process it is evident how important the
planning element of change is. If planning is not proper-
ly done the whole process of change is negatively affected.
Change is the process starting off where the company is today
and where it want to be in future. The result of the 2 ques-
tions as posed to the respondent relating to create a sense of
urgency are provided in the below stated figure:

We are operating successfully before the change
happened

M Strongly Disagree

M Disagree

M Neutral

M Agree

M Strongly Agree

We are aware of our performance in relation to
our competitors

M Strongly Disagree
M Disagree
M Neutral

M Agree

Most employees (over 90 %) agreed and strongly agree that
the previous business units, according to their knowledge and
understanding, were operating successfully. Why should we
change when the things are going well? Higher levels of un-
certainty existed when employees were queried regarding the
Branch Banking Unit's competitive position in the industry.

Areas for Improvement:

1. Building a strong guiding coalition:

A strong guiding coalition is needed to make change hap-
pen successfully by having a team that is composed of right
people who have worked together as a team. The team must
work on trust and develop a common goal which is sensible
to the head and appealing to the heart.

Questions asked whether senior management motivated em-
ployees to participate in the alignment project and whether
they visibly supported the change process.

Motivational Leadership existed

H Strongly Disagree
M Disagree

i Neutral

H Agree

M Strongly Agree

Senior management visibly supported the
alighment project

M Strongly Disagree

M Disagree

i Neutral

M Agree

M Strongly Agree

Senior management seems not to have focused on the princi-
ple of transformational leadership by:

Creating inspirational leadership
Building commitment to the change vision

Leaders need to:
Shape a realistic and attractive future involving all the em-
ployees
Energetically model the future by communicating the vision

Areas for Improvement:

The leadership of this branch banking unit needs to inspire
employees, acting with honesty and integrity ensuring stabil-
ity and promoting change. It is recommended that a planned
and coordinated change management intervention should be
developed to focus on strategic change. Middle management
needs to be involved in this initiative with trust existing be-
tween all the level of management which is visibly noticed by
all the employees.

2. Creating a Vision for Change:
A good vision during the change process serves the important
purposes.

First it clarifies the general direction for change, assisting
with simplifying hundred or thousands of more detailed di-
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rection

Secondly it motivates people to take action in right direc-
tion.

Thirdly it helps to coordinate the action of different people
in fast and efficient way

. For the outcome relating to 2 of the questions relating to
the vision for change are given in the below stated figure:

Clearly stated objectives existed for the
alighment

M Strongly Disagree
M Disagree

i Neutral

H Agree

Where they would be in five years ?

M Strongly Disagree
M Disagree

i Neutral

M Agree

M Strongly Agree

Although no formal vision statement was created and com-
municated for the alignment project, most employee agreed
that senior management stated were the object of the project
were. Many employees disagree and were neutral regarding
the unit's future.

Areas for Improvement:

It is strongly recommended that business unit formulate a vi-
sion for the change process during the planning phase. Em-
ployee need to understand what the business unit look and
feel after the change process. They need to understand how it
will affect them and how it fits with the strategic objective of
the bigger group.

3. Implementing the Change.

When implementing a change, a vision for the change needs
to be communicated to gain the understanding and commit-
ment from the affected people during the change process.
The failure of the first three elements, as per the above men-
tioned sub problem leads to poor communication of the vi-
sion. This indicates an obvious link between the elements.

It is almost impossible to over communicate when leading
change.

Results of the 2 questions are posed in the below stated fig-
ure:

Clarity of the change Communication messages

M Strongly Disagree
M Disagree
M Neutral

M Agree

M Strongly Agree

REFERENCES

Opportunity to voice my concerns

H Strongly Disagree
M Disagree

M Neutral

H Agree

M Strongly Agree

The high level of the uncertainty and disagreement relating to
the sufficiency of the communication in the terms of the num-
ber of communication indicate that employees may have felt
that with the large number of communication medium avail-
able, not enough communication were sent out and received
by employees.

Areas for Improvement:

It is recommended that any future communication relating to
the alignment project includes the vision for the change and
the strategic significance there of

Communication should enhance the driving force for
change and reduce all retraining forces.

Senior management needs to review their communication
planned and strategies and need to measure the effective-
ness there of.

Conclusion:

Firstly you need to communicate the strategic significance of
the change to all employees with the use of multiple medi-
ums stating the reasons and necessity of change. Change is
associated with competitive realities in the market place and
employees need to be aware of these realities.

Secondly, leaders need to be aware of the principles of
change management and apply these principles in the forms
of transformational leadership. Leaders need to create a vision
of the future, communicate the vision, build commitment to
the vision and models of the vision.
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