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strategi sebagai suatu seni dan ilmu dari pembuatan
(formulating), penerapan (implementing), dan evaluasi
(evaluating) keputusan-keputusan strategis antar fungsi
yvang memungkinkan sebuah organisasi mencapai
tujuantujuan dimasa mendatang. Beberapa pakar
mendefinisikan strategi dengan penekanan-penekanan
yang berbeda.(Sagala, 2005)

Change management strategy Is defined as the way
an organization will generally address change in and
around it. It Is a mechanism that aims to minimize
any negative effects the changing events bring about,
while at the same time capitalizing on the
transformation.

https://www.youtube.com/watch?v=04hVfuiHH64&list=R
DLVO4hVfuiHH64&index=1



STRATEGIC CHANGE MANAGEMENT

* Strategic change management is the process of managing
change in a structured and thoughtful way in order to meet
organizational goals, objectives and missions.

* Therefore, change management and related processes present
many managerial challenges and, consequently, requires a
systematic, structured, purposeful and integrated approach.







Change is;w the result of dissatisfaction with present
strateg

It is essential to develop a vision for a bet
alternative

Management have -

to implement change

There will be resistance to change




Change Management Strategy elements:

<*Situational awareness - understand the change and
who is impacted

* ie, Change characteristics, Organizational
attributes ,Impacted groups -

*s* Supporting structures - team and sponsor
structures

*>*Strategy analysis - risks, resistance and special
tactics




 Formulating the change management strategy is
the first critical step in implementing a change
management methodology.

 The strategy provides direction and results
in informed decision making throughout the
change process.

A well-formulated strategy really brings the project
or change to life, describing who and how it will
impact the organization.







Strategies for managing change
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strategies for managing your change

Start with the end in mind.
What do you want to achieve?
How will you know if it has
been achieved? Who is affected
and how will they react? How
much can you do yourself and
how much help do you need?

You need to have a clear vision -

people like to either see/hear
or feel the change.

Think about the best time to
instigate change.. For example,
improvements in work practices
may be more acceptable in times
of recession when people are
concerned about keeping their
jobs.




Conti.....

Most change initiatives fail
because of a lack of recognition
of the importance of culture. It
is difficult to define, but if
change is to work, you need to
be aware of "the way we do
things around here".

Help people to see the benefits
of change in the short term. For
example, if you are changing
how you interact with
customers, publicise some of the
positive feedback from them to
encourage staff to continue with
the new ways of working.




UIlILL.....

Strong supporter Strong blocker

b

nicate

Recognise that effective
communication may be the
single most important factor in
overcoming resistance to
change. Communicate your
vision and strategic intent
clearly. Be honest and
encourage two way discussion.

k blocker

Wea




=
- -~

B B SN SRS B

s L .« ® o p
h 4 = e B i

A Y 4 ! «;: ," bt .9 b1

B A - - -
- - - il

utshell.

e 1. Hold Management Visioning and Planning

« 2. Agree a clear vision of what change will achieve
« 3. Assemble a change management team

4. Engage and involve all employees through workshop:
and other communication methods

5. Amend vision and plan based on discussions with
employees

6. Communicate with imagination

« 7. Manage change project
e 8. Stay committed until change is established (refrozen)




STRATEGIC CHANGE MANAGEMENT

* Strategic change management is the process of managing
change in a structured and thoughtful way in order to meet
organizational goals, objectives and missions.

* Therefore, change management and related processes present
many managerial challenges and, consequently, requires a
systematic, structured, purposeful and integrated approach.




INTEGRATED MANAGEMENT
APPROACH

Strategic
Management

Organization Change
Development Management




Environmental Strategy Evaluation
Scanning Formulation Implementation and Control




AREAS/TYPES OF CHANGE: S-P-O-T-S

Strategy Areas of Organizational Change

People

Technology
A

Organizational culture

Technology

Structure
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WHY IT IS SO CHALLENGING TO REDUCE
RESISTANCE TO CHANGE?

People and their behaviour is the most difficult to change because
unlike structure and technology, in which managers have absolute
control, managers do not have absolute control over peoples’
thinking, attitudes and perceptions.

““Unlike technology, structure, processes and strategy, people talk
back when confronted by uncomfortable levels of change.” (Cotter:

2014)

People are the greatest source of resistance to change because
people have minds of their own i.e. they have personalized and
subjective views regarding change.

Change must involve the people - change must not be imposed upon
the people




MANAGERIAL TECHNIQUES TO
REDUCE RESISTANCE TO CHANGE

. . ( Facilitation
Participation : . and support

Education Methods of Manipulation
and overcoming and
communication resistance co-optation
[ - . [ Negotiation]
coercion




REASONS FOR RESISTANCE
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BEST PRACTICE CHANGE
MANAGEMENT PRINCIPLES

At all times involve and agree support from people within system
(e.g. the environment, processes, culture, relationships, behaviours -
whether personal or organizational)

Understand where you/the organization is at the moment (status
quo)

Understand where you want to be, when, why, and what the
measures will be for having got there

Plan development towards above in appropriate achievable
measurable stages

Communicate, involve, enable and facilitate involvement from
people, as early and openly and as fully as is possible.




APPLYING THE 7-STEP, ORGANIZATIONAL
STRATEGIC CHANGE MANAGEMENT PROCESS

STEP 1: Forces for change (internal and environmental forces) which affect:
STEP 2: Performance outcomes (individual, group and organizational) which encourages

STEP 3: Diagnosis of the problem (information, participation and change agent) which
leads to

STEP 4: Selection of appropriate intervention (structural, behavioural and technological)
as constrained by S-P-O-T-S

STEP 5: Limiting conditions (leadership climate, formal organization structure and
organization culture)

STEP 6: Selection and Implementation of the method (timing, scope and
experimentation) provision for

STEP 7: Evaluation of the method (feedback, adjustment, revision, reinforcement)




STEP 1: FORCES FOR CHANGE - INTERNAL
AND EXTERNAL STRATEGIC ASSESSMENT

* Step one of the strategic change management process starts with an
assessment of the organization’s Mission and Vision, challenges (pains),
enablers and values.

* The following strategically-relevant items form the scope to be scrutinized by
business managers:

The company's mission statement

The company's strategic plan/vision

The financial status of the organization

How the organization is currently structured and operating
The level of expertise of their employees

Customer satisfaction level
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* Tools:

< SWOT Analysis [ ’ I :
*¢* PESTEL Analysis

THREAT




AREAS/TYPES OF CHANGE: S-P-O-T-S

Strategy Areas of Organizational Change

People

Technology
A

Organizational culture

Technology

Structure




STEP 5: LIMITING CONDITIONS -
FORCE FIELD ANALYSIS

FORCE FIELD ANALYSIS - KURT LEWIN
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