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The Secret of Change

The Secret of change is to focus all your energy, not
on fighting the old, but on building the new.

Socrates
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Definition of Change

e A transition.

* The process of going from one
steady state to another

* Change occurs when the
balance of our capabilities
against our challenges is
disrupted.
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Change is inevitable. When a business is static, a steady decline

happens across all areas. To stay competitive, your company needs to
be constantly changing. It involves continuous employee training,
digital transformation, process improvement, and performance
monitoring

@A@@JMJ\M‘&J*c@ﬁdﬂ\d}%um_ﬁaﬁ‘iﬁiw\

ol kil ) Sy liad sl 3080 e Blially el

cilalaad) sl g cg.ngj\ Jgall g c[ﬁéﬁjﬂjw‘ %Jﬂ‘t‘mSMJ
1Y) A8 pag




71

O[G rganizations with a chan emanagement Df{] rganizations with a chan emanagement

rategy completed the project on fime,

oL

rategy completed the project under
budget.
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Managers must predict and diagnose
the need for change
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An organizational development theory
developed by Larry E. Greiner is helpful in
change management.

Greiner's model shows an organization as it
evolves through the five stages of growth,
and the end of each of these stages is
marked by a crisis that calls for a change. The
five stages of growth are as follows:
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https://www.cliffsnotes.com/study-guides/principles-of-management/managing-change/diagnosing-the-need-for-change
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- Change Management
Change management is organizational or management discipline focused on:\
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Adopt new ways of going

Increasing the about business activities

organization'’s ability to

adapt
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- Definition of Change Management

~

the actions in which a company or business alters a major
component of its organization, such as its culture, the
underlying technologies or infrastructure it uses to operate, or
its internal processes.
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Definition of Change Management

(_

Change management is the process, tools and techniques to manage the people
side of change to achieve the required business outcome.

~

Change management incorporates the organizational tools that can be utilized to
help individuals make successful personal transitions resulting in the adoption and
realization of change.
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Change Management can be split into three

levels:

A\

Organizational change

management

\

Project-level change

management

\

Individual change
management
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- Why is change management important?
~N

Change management is important because it helps organizations transition
from a current state to a desired future state while minimizing disruption
and increasing the likelihood of success. Without effective change
management, even well-designed initiatives can fail due to employee
resistance, poor communication, or lack of adoption.
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Some key reasons why
change management
matters include:

* Reduces resistance to change —
People are naturally hesitant to
change familiar ways of working.
Change management addresses
concerns, builds trust, and
encourages acceptance.

* Improves employee engagement —
Involving employees in the change
process helps them understand the
purpose of the change and their role
in making it successful.
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Some key reasons why
change management
matters include:

* Increases the success rate of
projects — Whether implementing
new technology, restructuring, or
introducing new policies, change
management helps ensure the
intended benefits are realized.

* Minimizes disruptions — Proper
planning, communication, and
training reduce confusion, maintain
productivity, and limit operational
interruptions.
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Some key reasons why
change management
matters include:

~N

 Enhances communication — Clear
and consistent messaging keeps
stakeholders informed about what is
changing, why it is changing, and
how it will affect them.

* Builds organizational resilience —
Organizations that manage change
effectively are better equipped to
adapt to market shifts, technological
advancements, and competitive
pressures.
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Some key reasons why
change management
matters include:

Y4 ~N
* Supports long-term sustainability — . .o
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Example

Imagine a company introducing a new customer
relationship management (CRM) system. Without
change management:

* Employees may resist using the new system.
* Productivity may decline due to confusion.

* The organization may fail to achieve the expected
return on investment.

With effective change management:
 Employees receive training and support.
* Leaders communicate the benefits clearly.

* Adoption rates increase, leading to improved

\customer service and operational efficiency. )
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Techniques for
Managing Change
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Structure chain of command, span of control,

centralization, formalization,

job redesign, or actual structural design.
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models?

the common change management

[

Kotter’s 8-Step Theory

is a framework developed by Dr.
John Kotter of Harvard Business
School, a leadership and change
management expert.

It focuses on the importance of

engaging employees and
stakeholders throughout the
organizational change

management process.
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It helps reduce employee resistance by promoting effective communication,
employee involvement, and strong leadership. The model also emphasizes achieving
short-term wins to build confidence and sustain momentum. By embedding change

into the organization's culture, it increases the likelihood of successful change
\ implementation and the achievement of organizational goals.
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Institute change Create a sense of urgency
Maintain momentum 16» Build the change team
} Kotter's

8-Step
Focus on short-term wing ‘ Theory ~ Forma strategic vision

Remove barriers to change '\ Communicate the vision
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the common change management

models?

McKinsey’s 7-S Model

McKinsey’s 7-S Model is used to assess
how different parts of a business
interact and influence each other.

The McKinsey 7S model is based on the
idea that the success of change does not
depend on just one element, but on
coordination and compatibility between
elements. By analyzing these elements,
the required changes can be identified
and implemented in an effective and
sustainable way.

Strategy, Structure, Systems, Shared
Values, Skills, Staff, Style
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the common change management MIDOCEA
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Lewin’s 3-Stage Model of Change Jal e &3y yuadll ¢ ol 73 gad

Lewin’s 3-Stage Model of
Change is a framework that
focuses on the importance of
“unfreezing” the existing state
of vyour business before
introducing change. According
to Lewin, this helps reduce
resistance and increase
ecceptance.
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Lewin's 3-Stage Model of Change
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2. Change

Preparing for the desired change  Implementing the desired change

Solidifying the desired change



Lewin’s 3-Stage Model
of Change
Lewin explained organizational

change using the analogy of
changing the shape of a block of ice
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Unfreezing

Creating a sense a change is needed
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Moving towards a new and desired behavior
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Refreezing

Setting this behavior as the new normal
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the common change management
models?
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« Ensures that
employees are
ready for

change

Lewin’s 3-Stage Model of Change

Unfreeze

:" Change l

« Execute the
intended
change
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models?

the common change management

ADKAR Change Management Model \

The model focuses on the people side of change and identifies five key stages

that employees must achieve for change to be successful:

* Awareness — Understanding why the change is necessary.

* Desire — Developing the willingness to support and participate in the
change.

* Knowledge — Learning how to change through training and information.

* Ability — Applying the new skills and behaviors effectively.

* Reinforcement — Sustaining the change through recognition, feedback, and
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Awareness - Of the need for change

Desire - To participate and support the change
Knowledge - On how to change

Ability - To implement required skills and behaviors

Reinforcement - To sustain the change
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Change Management Process
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Change Management Process
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Change Management Process
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Change Management using the 7 step
Problem Solving Process

Recognize the
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3. Define and Establish Criteria szl a9 9 waal Make the change
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Top tips for creating a successful change management
process

Monitor your

Choose the .
. Assign clear change
right change o reas
responsibiliti management
management
es. performance
model
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Why Organizations change
¢ (whlﬂ\ ) u.u.u}d\ el jalal

Organizational change can be triggered by internal or external factors
and is guided by the need to foster growth and success.

It encompasses diverse areas such as restructuring, cultural evolution,

process optimization, technological advancements, strategic realignment,

and people-centric initiatives.
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The categories of change

[ 1. Strategic Change Involves changes to the organization's overall direction or
long-term goals.

* Examples: Entering new markets, mergers and acquisitions, changing the
business model.

2. Structural Change Changes to the organization's hierarchy, reporting
relationships, or departmental structure.

* Examples: Reorganizing departments, creating new divisions, decentralizing
decision-making.
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The categories of change

( . :
3. Technological Change Introduction of new technology, systems, or
equipment to improve operations.

e Examples: Implementing new software, automating processes,
adopting artificial intelligence.

4. Process Change Changes to the way work is performed to improve
efficiency and quality.

e Examples: Redesigning workflows, introducing lean manufacturing,
updating standard operating.
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The categories of change

\

5. People (Cultural) Change Focuses on changing employee behavior,
attitudes, skills, or organizational culture.

e Examples: Leadership development, diversity and inclusion initiatives,
employee training programs.

6. Remedial Change Introduced to solve existing problems or correct poor
performance.

* Examples: Improving product quality, reducing costs, addressing
customer complaints.
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The categories of change

\

7. Transformational Change A major, organization-wide change that
significantly alters the organization's operations, culture, or

strategy.

 Examples: Digital transformation, major restructuring, shifting

from traditional to online business.
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Maurer 3 Levels of Resistance To Change

I don't understand the purpose
of the change or how te change

Emotional reaction to chage /w

Lack of trust and confidence
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Fear of the Unknown
Jsgaall (pa Al
Loss of Control
3 dasddl (4288
Threat to job security
(i gl M ags
Unclear benefits
daua) g & il gd
Increased Workload

Concerns
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Why People Resist Changes ?
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When you face resistance

you must dig deeper to uncover the reason why.
o) CLEISY i) ganil dlle Gaay (da glia da) g8 Lanis

Fear of Failure
JEdl) cpa a Al
Reduced freedom
g Al (el
Too much uncertainty
Ol ade (e sl
Forced change
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Disruption of Routine

Ol A Gkl

Perceived threat
Jaial) yagill
Diminished power
dliLiatia g8
Climate of mistrust
485 afand)
Mismanagement
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Poor communication
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Why People Resist Change
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Common Signs of Resistance to Change
i) da glial daild cilade

Decreased productivity or performance: When
employees resist change, they often become less
efficient or effective in their roles.

Increased complaints or negativity: A sudden rise in
complaints or negative comments about the
organization may signal resistance.

Higher absenteeism: Employees may avoid the
workplace to delay dealing with changes.

Nostalgia for "the old ways": Frequent references to
how things used to be better can indicate resistance.

Minimal participation: Low engagement in meetings or
training related to the change initiative.

Formation of resistance coalitions: Groups of
employees banding together against the proposed
changes.
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Techniques for Reducing Resistance
oo glial) i) ol MIDOCEAN

Assess Change Readiness

ol A Al A

Analyze past change successes and failures

* |dentify potential resistance hotspots

Determine resource availability for supporting the transition

C

reate a Compelling Change Vision

dagle yuasi dyyy Syl

Develop a clear, concise explanation of the change purpose
Connect the change to organizational mission and values
Articulate specific benefits for different stakeholder groups

Address the "WIIFM" (What's In It For Me) question directly
e il canl daliadl Clawal il Calisa saaaal) 25 5il) i g clgad s Aadaiall Al yy il ay ) ¢ kil Coagd ) 3 g5 Ll 5 15y 238
el 1aL" J) s




Techniques for Reducing Resistance
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evelop a Comprehensive Communication Strategy

alali ol daad

Communicate early and often

Use multiple channels

Be transparent about challenges and Outline benefits

Tailor messages and customize communications for different departments or roles
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“Involve Employees in the Change Process

el Ades 8 il gal) o) L
o ;

Form change networks

Create co-creation opportunities
Empower managers as change leaders
Establish feedback mechanisms
Delegate implementation decisions
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Techniques for Reducing Resistance
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Provide Comprehensive Support

d.nl.& e&d ﬁ.ﬁ.\

Deliver targeted training
Create mentorship programs

Allocate sufficient resources

Provide psychological safety and create environments where employees can practice new skills

without fear of punishment for mistakes.
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A MANAGER’S ROLE IN
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ORGANIZATIONAL CHANGE MIDOC EA
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Within an organization, every employee has a different role in assisting with
change. While many staff members may complete heavily detailed work,
senior-level executives with longer tenure might have different goals. Even
within management, leaders and managers perform different tasks.
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To achieve this, managers must have rJie ) lgall (e dmi) g Ae gana (gl @lliay o oy celld (aanil
a wide array of skills, such as:

The ability to communicate clearly and Gy 138 g = Allad g 7 gun g1 Jual i) o 3 adl)
effectively—this includes actively agiDla )y agls A A Jladl) g L)
listening to their team and colleagues

A highly developed level of emotional shlall ¢S e Jle (5 sl
intelligence

Strong organizational skills Ao 8 dualati &l Hlew
An eye for detail Jualadll e 48l Cpe
Problem-solving and decision-making <l el MG g OAUSEL Ja & Hlea
skills

Delegating. LU sail)




There are some rules and best practices every |

organization should follow: MIDOCEA
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Define clear goals daial g Blaal daa
Be honest and transparent lalas o lala oS
Train and reassure your teams [PRPNSPRE -t UL
Encourage conversations and communicate regularly Al Jual 5l 5 Clialaall o) a) o anid
Listen to your employees ehils g A aaiul
Bring your good leaders Cpaadl 2508 | 5 puzaal
Choose the right communication tool Aanliadl Jleasy) slal jial
Empower your employees clils go (Sl 28
Encourage knowledge sharing 4 prall Jolii aads
Document and make information easily accessible Jsa ol g Lelaa g ila glaall (345 65
Recognize and reward ECONPRTRTA(
Make it social doclaial Leleal
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Case Study:

(Background \

Al-Shams Retail Group is one of the largest family-owned retail
companies in the Middle East, operating 45 stores across three
countries. For over 25 years, the company relied on traditional
sales processes, manual inventory systems, and face-to-face
customer service. Despite its strong brand, the company began
to face increasing competition from e-commerce platforms and
digitally advanced retail chains.
By 2021, Al-Shams began experiencing:

* Declining sales

* Slow operational processes

* High inventory inaccuracies

e Customer complaints about long waiting times

» Difficulty reacting to market changes

* Senior leaders realized the organization needed major

\ change to stay competitive. )
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Digital Transformation at Al-Shams Retail Group
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Trigger for Change

[

The company faced external and internal drivers:
External Factors

* Growth of e-commerce competitors

* Changing customer buying behavior

 Technological advancements in retail analytics

* Pressure to modernize the customer experience
Internal Factors

* |Inefficiencies due to old systems

* High operational costs

A new CEO who believed in digital

transformation

These factors disrupted the company’s balance of
capabilities and challenges.
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The Change Management Model Used

fThe CEO chose Kotter’s 8-Step Change Model because it emphasizes
employee involvement—a key topic in the lecture.

Implementation Using Kotter’s Steps

1.Create Urgency: Sales decline data was shared openly to show the
need for change.

2.Form a Powerful Coalition: A cross-functional team of managers
was formed (IT, HR, operations).

3.Create a Vision for Change: “Al-Shams 2.0” — a faster, digital,
customer-centric company.

4.Communicate the Vision: Weekly town halls and updates through
internal communication channels.

5.Empower Employees: All staff received digital skills training, and old
approval barriers were removed.

6.Generate Short-Term Wins: Online sales increased by 18% in the
first three months.

7.Build on Change: After early wins, the company introduced
automated warehousing technology.

8.Anchor Changes in Culture: Innovation and continuous
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Employees showed resistance due to:

* Fear of new technologies

e Concern that automation might eliminate jobs
* Lack of confidence in their digital skills

* Discomfort with breaking old routines

According to the lecture, these relate to attitudes, personal history,
and social situations.

Techniques Used to Reduce Resistance

The company applied several methods from the lecture:

* Education and Communication: Clear explanations of “why” the
change is necessary.

* Participation: Employees helped test and customize the new
digital tools.

* Facilitation and Support: Extra training sessions and psychological
support during transition.

(Resistance to Change \
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A Manager’s Role

(Managers played a critical role by: \ ( \
 Communicating daily updates to staff A o B G paall s
* Encouraging open discussions YA o Uy sme 1 53 (5 getall sed
* Monitoring training progress lanid) Lo age Sl 5 (uidh gall ga o sall Jual il
* Solving problems during ERP implementation SOV Jali g 7 i) ) sall i o
* Delegating responsibilities in project teams il el 8 aaEHl) Axglia
3 ) sa Jaghads albas 3 o U] < jeda ) OS] Aallas o

(ERP). dsss 341l

These actions reflect the managerial & 52l e s ] g

responsibilities listed in the lecture
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Outcomes of the Change

After one year:

Positive Outcomes

* Online revenue increased by 40%

* Customer satisfaction improved significantly
* Inventory accuracy reached 98%

* Employee productivity increased

* Faster decision-making across departments

Remaining Challenges

* Some senior employees still preferred old methods
* The organization needed ongoing training
* Cultural change required continuous reinforcement
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Conclusion
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The case of Al-Shams Retail Group demonstrates how organizations must
adapt to external and internal pressures, using structured change
management strategies to ensure success. Through effective leadership,
communication, and structured models like Kotter’s 8 Steps, the company
successfully navigated a digital transformation

dn Al I graall ae oSl il sall e cany (S 4 il el de pane Al (1
Alzal) salall JMA (pad Flall lacal dabaiall il 5 5o bl il aladcinly ddalall
Jsaill Sliial 84S Al Canas dplaill i € il glad i dadaiall g 3laill 5 Jldll Jacal 5l

Tl i)l

~




MIDOCEAN

—

Thank You




	Default Section
	Slide 1
	Slide 2: Lec. 10
	Slide 3
	Slide 4
	Slide 5
	Slide 6
	Slide 7
	Slide 8
	Slide 9
	Slide 10
	Slide 11
	Slide 12
	Slide 13
	Slide 14
	Slide 15
	Slide 16
	Slide 17
	Slide 18
	Slide 19
	Slide 20
	Slide 21
	Slide 22
	Slide 23
	Slide 24
	Slide 25
	Slide 26
	Slide 27
	Slide 28
	Slide 29
	Slide 30
	Slide 31
	Slide 32
	Slide 33
	Slide 34
	Slide 35
	Slide 36
	Slide 37
	Slide 38
	Slide 39
	Slide 40
	Slide 41
	Slide 42
	Slide 43
	Slide 44
	Slide 45
	Slide 46
	Slide 47
	Slide 48
	Slide 49
	Slide 50
	Slide 51
	Slide 52
	Slide 53
	Slide 54
	Slide 55
	Slide 56


