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Welcome

Welcome to this organisational performance and culture in practice course.
I am Ahmad Faisal and I will be facilitating this unit with you over the next three days.

Human capital is vital for business survival in these volatile times and the managing the talents almost
invariably leads to change and it is essential that this change is managed effectively.

This course concentrates on the management and implementation necessary to successfully introduce
any new initiatives into business areas that combine multidisciplinary approaches to enhance
performance. It provides the primary emphasis on the business and managerial aspects and issues in
the evolution of a talent from the time when it emerges as an organisational objective or requirement,
until it is accepted into the organisation.

Heartiest congratulations on your journey and I very much look forward to a productive and engaging
session with you and until then, please stay safe and healthy.

Ahmad Faisal
..



Your facilitator

Dr Ahmad Faisal Mohd Hassan

An entrepreneur and a business project management coach, holds three portfolios with AIMSMET Executive
Education as an Industry Advisor, Principal Consultant and Vice President (Academic)

Started his career as a licensed Aircraft Maintenance engineer in 1980, serves more than 25 years in the aviation
industry and has been working in many countries across the globe. Faisal has held various positions relating to
both operations and management; and has been assigned to head projects in the field of Engineering, In-flight
Services, Marketing, HR, IT and Change Management locally as well as overseas within Asia, Europe, Americas,
Middle East, Africa and Australasia.

Faisal specializes in corporate transformation initiatives through Change Programs and Projects including the
Corporate Branding initiative, Enterprise Risk Management, Human Resources Information System and
Performance Management System.

A certified trainer by HRDF (Malaysia), Ashridge Management College (UK) and Cranfield Institute of Technology
(UK) is actively involved in Learning & Development and have designed and delivered corporate programs for
Malaysia Airline (MAS), Malaysia Airport Holdings Berhad (MAHB), MA Sepang, DRB-HICOM, Alam Flora, FGV
Holdings, POS Malaysia, NS Bluescope, ABACUS, SIME-DARBY, Tun Hussien Onn National Eye Hospital (THONEH),
Bank Islam Malaysia Berhad, Bank Muamalat Malaysia Berhad, Prudential, MITI, MOE, MRFI (Iran), KazNMU
(Kazakhstan) and KazGUU (Kazakhstan).

Holder of double doctorate, PhD in Management and Doctorate in Business Administration, Faisal is invited to
serve as an Adjunct or Visiting Professor to universities in Australia, Belgium, Kazakhstan, Malaysia and US based
universities on a visiting basis.



EXPECTATIONS



Learning Outcomes

Understand the connections between organisational structure, strategy and the 
business operating environment.

Understand organisational culture and theoretical perspectives on how people 
behave at work.

Understand how people practice supports the achievement of business goals 
and objectives  



Assessment

Case Reading – BMC

legacy of high staff turnover and low 
employee satisfaction. Previously, not a high 

agenda item.

connections between organisational 
structure, strategy and the wider business 
environment and gain an understanding of 
organisational culture, behaviour and how 

people practices support the achievement of 
business goals and objectives. 

Task 1: Case Report

report should include an understanding of 
the connections between organisational 

structure, strategy, and the business 
operating environment.

❻ AC
Formal business report (approximately 2500 

words) refer to CIPD wordcount policy

Task 2: Case Presentations

The focus is to give theoretical 
understanding of organisational culture and 

workplace behaviour and how people 
practices should support the achievement of 

business goals and objectives. 

❾ AC
The presentation pack needs to include 
presentation slides and 2000 words of 

supporting notes.



Suggested Readings – CIPD Insights

https://www.cipd.co.uk/knowledge/work/technology/workplace-technology-employee viewed 11 August 2021

https://www.cipd.co.uk/knowledge/work/technology/emerging-future-work-factsheet viewed 11 August 2021

https://www.cipd.co.uk/knowledge/strategy/organisational-development/workforce-planning-factsheet viewed 11 August 2021

https://www.cipd.co.uk/knowledge/work/technology/workplace-technology-employee
https://www.cipd.co.uk/knowledge/work/technology/emerging-future-work-factsheet
https://www.cipd.co.uk/knowledge/strategy/organisational-development/workforce-planning-factsheet


Delivery Flow

Expectations
Learning Outcomes
Assessment
Assessment Criteria

Assessment Task 1
LO 1 Understand the 
connections between 

organisational structure, 
strategy and the business 
operating environment.

Assessment Task 2
LO2 Understand organisational culture 
and theoretical perspectives on how 

people behave at work.

LO 2 Understand how people practice 
supports the achievement of business 

goals and objectives 

Day 2
17:00

SELF LEARNING
Self-study and 

assignment completion
Group or Individual 

discussions

Day 3
Min 8 hours

Day 1
09:00

Preparation for the Tasks: 
• At the start of your assignment, you are encouraged to plan your 

assessment work with your Assessor and where appropriate agree 
milestones so that they can help you monitor your progress. 

• Refer to the indicative content in the unit to guide and support 
your evidence. 

• Pay attention to how your evidence is presented, remember you 
are working in the People Practice Team for this task. 

• Ensure that the evidence generated for this assessment remains 
your own work. 



Case BMC

You are a member of the People Practice team for a company, BMC that has recently purchased a large contemporary city centre licenced food
premises in Manchester adding to its growing portfolio of acquisitions in Leeds, London, Nottingham and Glasgow. You have been asked to assist in
preparing the managers for their forthcoming Strategic Management Planning meeting on implementing the new business strategy, by providing
them with a presentation and a written report.

Currently the company operates a strict centralised policy to all its premises but during the COVID-19 lockdown the CEO considers that the previous
business strategy needs addressing and is open to new ideas and approaches to improve the business once trading resumes.

The CEO of BMC is also fully aware that the focus of the business has all too often neglected the people side of the business and is conscious that
BMC has a legacy of high staff turnover and low employee satisfaction. Previously, response to this has not been high on the company’s agenda and
the CEO is keen for the management team to appreciate the connections between organisational structure, strategy and the wider business
environment and gain an understanding of organisational culture, behaviour and how people practices support the achievement of business goals
and objectives.

Break Room Task
• Identify what is/are the key issue(s)?
• What is required of you

Main Room
• One speaker to conduct Quick Sharing with everyone
• Reflections.



Assessment Criteria (AC) – report

• an evaluation of the advantages and disadvantages of two different types of organisational structures in different types 
of organisations, the range of products, services and customers associated with each, and how they link to 
organisational purpose. (AC 1.1)

• an analysis of the way in which organisational strategy should be linked to products, services, customers and revenue. 
(AC 1.2)

• an analysis of the current and ongoing impact on organisations of the range of external factors and trends. (AC 1.3)  

• an assessment of two current issues and causes that identify key priorities within organisations that will affect 
product/service delivery, and the impact this may have on people practice and solutions. (AC 1.4 & AC 3.3)

• an explanation of the ways in which people practices can impact on organisational systems and structures, and 
therefore affect the effective employment, management and development of people (AC 1.5)

• an exploration of the impact that technology has on people, work and working practices, and the current and emerging 
scale of the use of technology within organisations. (AC 1.6)



Assessment Criteria (AC) - presentation

• an explanation of the principles of different approaches, theories and models of organisational and human behaviour that 
illustrate the factors that can influence how individuals, groups and teams contribute to organisational success.  (AC2.1)

• an identification of the main drivers of change in organisations, and using at least two established models, an explanation of 
how people might experience change. (AC 2.2)

• an explanation of the steps that can be taken to increase diversity and inclusion in your work, and the implications for a positive 
and inclusive culture of not taking these steps. (AC 2.3) 

• using examples from your experience and current good practice concepts, an explanation of the positive and negative ways in 
which people practices can affect organisational culture and behaviours. (AC 2.4)

• an assessment of the importance of wellbeing in the workplace and identification of the different factors affecting wellbeing
that can impact physically and psychologically and upon relationships, affecting health, commitment and performance.(AC 2.5)

• a critical evaluation of your experience of work and how this illustrates and supports the concept and principles of employee
lifecycle. (AC 3.1)

• explains both the strategic and operational links and support between people practice and other organisational functions. (AC
3.2) 

• explores the principles of different approaches for engaging with internal customers to establish their needs (AC 3.4)

• Explains the key components of project planning strategies that can be used for ensuring projects are delivered in line with 
customer requirements.(AC 3.5)



Type of Organisation | different enterprise | different stakeholders | different parameters |

Ultimately, success and growth will be gauged by how well a firm does relative to the goals it has set for itself.

private 

enterprises

public 

enterprises

in between 

enterprises

net profit, revenue, sales, 
number of employees, physical 
expansion, success of a product 
line, or increased market share. 

Access to development, 
efficiency, literacy, education, life 

expectancy, public health and 
safety, security, employment 

opportunities

DILEMMAS
which one have 
priority over the 

other

0

100

0

100



WHO ARE YOU?
Purpose | Vision | Mission | Goals | Objectives | Values |
will determine how you organise yourself

In this case what does BMC CEO require out of you?

keen for the management team to appreciate the connections between organisational structure, strategy and the wider business 
environment and gain an understanding of organisational culture, behaviour and how people practices support the achievement 
of business goals and objectives



Whether it is BMC or your own organisation, 
the key questions are…

What business are you in?
What is your Vision?
What is your Mission?
What are your Goals?
What are you objectives?
What are your Values?

Clarity leads to successful organisation



Whether it is BMC or your own organisation, 
the key questions are…

What business are you in?

Premises include restaurants, cafes, hotels, shops,
canteens, market stalls, mobile catering vans, food delivery
vans and businesses run from home and pop up businesses.

Typically if you run a food business for at least one occasion
on an average monthly basis (or more) you must notify us
about any premises you use for: -

• storing;
• selling;
• distributing; and
• preparing / handling food.

https://www.manchester.gov.uk/directory_record/287378/food_-_premises_registration/category/697/food viewed 11 August 2021

https://www.manchester.gov.uk/directory_record/287378/food_-_premises_registration/category/697/food


Whether it is BMC or your own organisation, 
the key questions are…

What business are you in?

What does British Airways, British Rail, British Isle Cruise have in common?

Relate your answer to BMC



A vision is a road map showing the route a company 
intends to take in developing and strengthening its 
business. 



A vision is a road map showing the route a company intends 
to take in developing and strengthening its business. 

Involves thinking strategically about
• Future direction of company
• Changes in company’s product-market- customer-

technology to improve
• Current market position
• Future prospects



Spells out who the company is, what it does, and where it’s headed.

Mission

The mission statement of most companies 
focuses on current business activities –
“who we are, what we do and why we are 
here?”

• Current product and service offerings
• Customer needs being served
• Technological and business capabilities



misconception of mission

A company’s mission is not to make a profit!  
Its true mission is its answer to “What will we do to 
make a profit?” Making is profit is an objective or 

intended outcome!



Some clarification before we proceed Johnson, Scholes and Whittington, Exploring Corporate Strategy, 8th Edition, © Pearson Education Limited 2008



Vision is also known as strategic intent Johnson, Scholes and Whittington, Exploring Corporate Strategy, 8th Edition, © Pearson Education Limited 2008

• Indicates a firm’s intention to make large competitive gains 

• Involves establishing audacious  performance targets

• Signals relentless commitment to achieving a particular 
market position and competitive standing

• Resources are stretched to achieve these audacious goals



What is BMC Vision, Mission and Goals?

Strategic Thinking

In this case what does BMC CEO require out of you?

Strategic Management Planning meeting on implementing the new business strategy, by providing them with a presentation and 
a written report.

keen for the management team to appreciate the connections between organisational structure, strategy and the wider business 
environment and gain an understanding of organisational culture, behaviour and how people practices support the achievement 
of business goals and objectives



Objectives

Purpose

• Converts vision into specific performance targets
• Creates yardsticks to track performance
• Pushes firm to be innovative and focused in its actions 

Setting challenging, achievable objectives guards against 
• Complacency
• Internal confusion
• Status quo performance

S
M
A
R
T



Objectives

Types of 
objectives

Financial

Strategic

Outcomes focused on improving
financial performance, uses “lagging
indicators” reflecting results of past
decisions and actions.

Outcomes focused on improving long-
term competitive business position,
uses “leading indicators” of a
company’s future financial
performance and business prospects.



Objectives

FINANCIAL OBJECTIVES

STRATEGIC OBJECTIVES

• 5% increase in annual revenues
• 6% increase annually in after-tax profits
• 10% increase annually in earnings per share
• Annual dividend increases of 2%
• Profit margins of 30%
• Increased shareholder value
• Strong bond and credit ratings
• Sufficient internal cash flows to fund 100% of new capital investment
• Stable earnings during periods of recession

• Overtaking key competitors on product performance or quality or customer service
• Achieving technological leadership
• Having better product selection than rivals
• Strengthening company’s brand name appeal
• Having stronger national or global sales and distribution capabilities than rivals
• Consistently getting new or improved products to market ahead of rivals
• High levels of customer satisfaction

Emphasis on financial performance may 
assume priority over strategic performance 
when;

• Financial performance is dismal and
• Survival is threatened

Otherwise, Management is advised putting 
more emphasis on achieving strategic 
objectives



What are BMC Objectives?

Critical Thinking

In this case what does BMC CEO require out of you?

Strategic Management Planning meeting on implementing the new business strategy, by providing them with a presentation and 
a written report.

keen for the management team to appreciate the connections between organisational structure, strategy and the wider business 
environment and gain an understanding of organisational culture, behaviour and how people practices support the achievement 
of business goals and objectives



Strategic Management Process Gary Dessler. Human Resources Management, 16th Edition, Pearson Education Inc. New York 2020 



Business Environment

V U C A

Scarcity of ResourcesChange



Business Environment | SWOT or TOWS

Strengths [internal] Weaknesses [internal]

Opportunities
[external]

Threats
[external]



What are the VUCA and BMC SWOT?

Strategic and Critical Thinking

In this case what does BMC CEO require out of you?

Strategic Management Planning meeting on implementing the new business strategy, by providing them with a presentation and 
a written report.

keen for the management team to appreciate the connections between organisational structure, strategy and the wider business 
environment and gain an understanding of organisational culture, behaviour and how people practices support the achievement 
of business goals and objectives



Levels of Strategies

Corporate Level Strategy

Business Level Strategy

Operational Level Strategy

A STRATEGIC BUSINESS UNIT (SBU) is a part of an
organisation for which there is a distinct external market for
goods or services that is different from another SBU.



Levels of Strategies

Corporate Level Strategy

Business Level Strategy

Operational Level Strategy

Diversification | Integration (vertical and horizontal) | 
Consolidation | Expansion (geographical)

Cost Leadership | Differentiation | Focused / Niche



External Environment

macro

PESTEL

Strategic 
group

Market 
segment

Strategy 
canvas



What is BMC strategy?

What we know thus far…

In this case what does BMC CEO require out of you?

You are a member of the People Practice team for a company, BMC that has recently purchased a large contemporary city centre 
licenced food premises in Manchester adding to its growing portfolio of acquisitions in Leeds, London, Nottingham and Glasgow. 
You have been asked to assist in preparing the managers for their forthcoming Strategic Management Planning meeting on 
implementing the new business strategy, by providing them with a presentation and a written report. 

keen for the management team to appreciate the connections between organisational structure, strategy and the wider business 
environment and gain an understanding of organisational culture, behaviour and how people practices support the achievement 
of business goals and objectives



Internal Environment



Internal Environment Analysis

A number of specific potential benefits of a thorough internal analysis may be identified as
follows:

• the identification of all internal factors and areas that are perceived to have an impact on the 
effectiveness of the organisation

• the identification of possible problem areas in terms of successful strategy formulation and 
implementation

• the clarification of goals and objectives 

• the classification of internal factors in terms of ease with which they can be altered

• the ability to gain an accurate assessment of an organisation’s strengths, weaknesses and core 
competences.



assessment of competencies, resources and capabilities



Distinctive competencies, resources, and capabilities

Source: Hill, Jones and Galvin (2004, p. 115)
Hill, CWL, Jones GR & Galvin, P 2004, Strategic management: an integrated approach, 2nd Australasian ed, John Wiley & Sons, Milton.



Internal Analysis – The value chain Johnson, Scholes and Whittington, Exploring Corporate Strategy, 8th Edition, Pearson Education Limited 2008

A value chain describes the categories of activities within and around an organisation, which 
together create a product or service.



The value network Johnson, Scholes and Whittington, Exploring Corporate Strategy, 8th Edition, Pearson Education Limited 2008

A value network is the set of inter-organisational links and relationships that are necessary to 
create a product or service.



Internal Analysis - Analysing capabilities, competencies and 
resources Johnson, Scholes and Whittington, Exploring Corporate Strategy, 8th Edition, Pearson Education Limited 2008

Another aspect is to evaluate the interdependencies across businesses and business units, such as MNCs or Diversified MNCs.
An organisation will be involved with numerous differing business interests. Implications arise for strategic management when
these various businesses become interdependent and, thus, indiscrete. it is important to firstly identify the sources of such
interdependencies, and then ways of determining the criticality of each.

Five key sources of interdependencies within a MNC and DMNC.

• Vertical integration and technology – when product or component flows between businesses (vertical integration),
or where several businesses share a common core technology.

• Logistics – globalisation /global market necessitates manufacturing operations in many parts of the world.
• Host governments – Governmental requirements in different regions can impose various interdependencies among

business units which may otherwise exist as discrete. High technology content, may require setting up the
development centres in the region

• Distribution and marketing – Distribution and marketing channels may also prove sources of interdependencies,
especially where these provide a competitive advantage

• Corporate image - A strong corporate image, and pressure to maintain and improve it, forms the final source of
interdependencies.



Strategic Capability
refers to the resources and competences of an 

organisation needed for it to survive and prosper.

Resources refers to: Tangible resources are physical
assets of an organisation such as plant, labour, and
finance. Intangible resources are non-physical assets
such as information, reputation, and knowledge.

Competences are the skills and abilities by which
resources are deployed effectively through an
organisation’s activities and processes.



Resources and Competences Capabilities

Resources Competences

Threshold Capabilities

Threshold Resources 
(tangible and intangible)
Resources required to meet the 

customers’ minimum requirements, 
thus to continue to exist

Threshold Competences

Activities and processes required to 
meet the customers’ minimum 

requirements, thus to continue to 

exist

Capabilities for competitive 
advantage

Unique Resources
Resources that underpin competitive 

advantage and are difficult for 
competitor to imitate or obtain

Core Competences
Activities that underpin competitive 

advantage and are difficult for 
competitor to imitate or obtain



How do you articulate your initial write up?

What we know thus far…

In this case what does BMC CEO require out of you?

You are a member of the People Practice team for a company, BMC that has recently purchased a large contemporary city centre 
licenced food premises in Manchester adding to its growing portfolio of acquisitions in Leeds, London, Nottingham and Glasgow. 
You have been asked to assist in preparing the managers for their forthcoming Strategic Management Planning meeting on 
implementing the new business strategy, by providing them with a presentation and a written report. 

keen for the management team to appreciate the connections between organisational structure, strategy and the wider business 
environment and gain an understanding of organisational culture, behaviour and how people practices support the achievement 
of business goals and objectives



Strategy in Action

Achieving Strategic Fit

The “Fit” Point of View (Porter, Competitive Advantage: Creating and Sustaining Superior Performance, Free Press 2004)

All of the firm’s activities must be tailored to or fit the chosen strategy such that the 
firm’s functional strategies support its corporate and competitive strategies.

Leveraging (Hamel and Prahalad, Competing for the future, HBR July-August 1994)

“Stretch” in leveraging resources—supplementing what you have and doing more with 
what you have—can be more important than just fitting the strategic plan to current 
resources.



Strategy in Action – Reconfiguring the organisation

structure processes

relationships



Strategy in Action – Reconfiguring the organisation
Organisational design and profitability

Economises on the 
Bureaucratic Costs of 

Organisational Structure

Enhances a Company’s 
Value Creation Skills

Leading to a Low-cost 
Advantage

Leading to Differentiation 
Advantages and Ability to 
Charge a Premium Price

Increased Profitability

Good Organisational Design

Source: Hill, Jones and Galvin (2004, p. 365)



Strategy in Action – Reconfiguring the organisation
Structural Type – Discuss Johnson, Scholes and Whittington, Exploring Corporate Strategy, 8th Edition, © Pearson Education Limited 2008

Functional Multidivisional Matrix

Multinational Project-based



Strategy in Action – Reconfiguring the organisation
Structural Type – Functional Structure Johnson, Scholes and Whittington, Exploring Corporate Strategy, 8th Edition, © Pearson Education Limited 2008

Advantages

• CEO in touch with all 
operations

• Reduces/simplifies control 
mechanisms

• Clear definition of 
responsibilities

• Specialists at senior and 
middle management

Disadvantages

• Overburdened with routine 
issues

• Neglect strategic issues

• Difficulty coping with diversity

• Coordination between 
functions

• Failure to adapt



Strategy in Action – Reconfiguring the organisation
Structural Type – Multidivisional Structure

Johnson, Scholes and Whittington, Exploring Corporate Strategy, 8th Edition, © Pearson Education Limited 2008

Advantages

• Flexible

• Control by performance

• Ownership of strategy

• Specialisation of competences 

• Training in strategic view

Disadvantages

• Duplication of central and 
divisional functions

• Fragmentation and non-
cooperation

• Danger of loss of central 
control



Strategy in Action – Reconfiguring the organisation
Structural Type – Matrix Structure Johnson, Scholes and Whittington, Exploring Corporate Strategy, 8th Edition, © Pearson Education Limited 2008

Advantages

• Integrated knowledge

• Flexible

• Allows for dual dimensions

Disadvantages

• Length of time required for 
decision making

• Unclear job and task 
responsibilities

• Unclear cost and profit 
responsibilities

• High degrees of conflict



Strategy in Action – Reconfiguring the organisation
Structural Type – Multi National Structure

Johnson, Scholes and Whittington, Exploring Corporate Strategy, 8th Edition, © Pearson Education Limited 2008

M
o

d
el

 o
f 

M
N

C
s

Centralised

Regional

Multinational

https://corporatefinanceinstitute.com/resources/knowledge/strategy/multinational-corporation/
viewed 12 August 2021

https://corporatefinanceinstitute.com/resources/knowledge/strategy/multinational-corporation/


Strategy in Action – Reconfiguring the organisation
Structural Type – Project Based Structure

A project-based structure is one 
where teams are created, undertake 
the work, and then are dissolved; 
and move to next project.

https://www.pmi.org/learning/library/project-based-organizations-deliver-value-7330 viewed 12 August 2021

https://www.pmi.org/learning/library/project-based-organizations-deliver-value-7330


Strategy in Action – Reconfiguring the organisation
Key Processes

Direct Supervision – The control of strategic decisions by one or
few individuals

Planning Processes – Plan and control the allocation of
resources and monitor their utilisation. Can be Standardised
Work Processes, ERP or Centralised formula.

Cultural Processes – Self-control and standardisation of norms

Performance Targeting – relates to output of organisation (or
part) such as quality, price or profit. Commonly use Balanced
Scorecard

Marketing Process – Some form of formalised system in
‘contracting internal resources’

•Planning

•Executing and Controlling

Johnson, Scholes and Whittington, Exploring Corporate Strategy, 8th Edition, © Pearson Education Limited 2008



Strategy in Action – Reconfiguring the organisation
Relationship Johnson, Scholes and Whittington, Exploring Corporate Strategy, 8th Edition, © Pearson Education Limited 2008

Strategy Styles for Division of Responsibility 
• Strategic planning style
• Financial control style
• Strategic control style



Strategy in Action – Reconfiguring the organisation
Relationship – Strategic Planning Johnson, Scholes and Whittington, Exploring Corporate Strategy, 8th Edition, © Pearson Education Limited 2008

Devolution concerns the extent to which the centre of an organisation
delegates decision making to units and managers lower down in the
hierarchy



Strategy in Action – Reconfiguring the organisation
Relationship – Strategic Control Johnson, Scholes and Whittington, Exploring Corporate Strategy, 8th Edition, © Pearson Education Limited 2008

Devolution concerns the extent to which the centre of an organisation
delegates decision making to units and managers lower down in the
hierarchy



Strategy in Action – Reconfiguring the organisation
Relationship – Financial Control Johnson, Scholes and Whittington, Exploring Corporate Strategy, 8th Edition, © Pearson Education Limited 2008

Devolution concerns the extent to which the centre of an organisation
delegates decision making to units and managers lower down in the
hierarchy



Strategy in Action – Reconfiguring the organisation
Relationship – External entities Johnson, Scholes and Whittington, Exploring Corporate Strategy, 8th Edition, © Pearson Education Limited 2008



How do we structure BMC?

Based on what we know thus far…

In this case what does BMC CEO require out of you?

You are a member of the People Practice team for a company, BMC that has recently purchased a large contemporary city centre 
licenced food premises in Manchester adding to its growing portfolio of acquisitions in Leeds, London, Nottingham and Glasgow. 
You have been asked to assist in preparing the managers for their forthcoming Strategic Management Planning meeting on 
implementing the new business strategy, by providing them with a presentation and a written report. 

keen for the management team to appreciate the connections between organisational structure, strategy and the wider business 
environment and gain an understanding of organisational culture, behaviour and how people practices support the achievement 
of business goals and objectives



Perspective of Organisation

The term organisation can represent or refer to:
• A group or institution arranged for efficient work
• A process – activities to achieve collective goals

Social Arrangement for the controlled performance 
of collective goals

Someone working on his/her own does not
constitute an organisation. Organisation have a
structure to enable people to work towards a
common goal.

Organisations have systems and procedures to 
ensure that the goals are achieved.

Organisations are defined primarily 
by their goals

Chuck Williams, Principles of Management, 9th Edition, © Cengage Learning 2017



Perspective of Organisation

As machines – rational entity established to achieve goals.

As organisms – organisations continually adapt themselves to meet the changing 

demands and opportunities within the environment.

As brains – organisations develop a capacity to learn and solve problems. 

As political systems – organisations are dynamic contexts in which people 

pursue their individual and collective interests

Chuck Williams, Principles of Management, 9th Edition, © Cengage Learning 2017



Perspective of Organisation

∴ Organisation design and Organisation 
structure depend on what you want to 
achieve

process of choosing and 
implementing a structural 

configuration for an 
organisation. 

is how job tasks are formally divided, grouped, and 
coordinated, and includes the degree of complexity, 
formalisation, and centralisation in the organisation

Chuck Williams, Principles of Management, 9th Edition, © Cengage Learning 2017



Perspective of Organisation - Model

Mechanistic 
Model

• High specialisation

• Rigid departmentalisation

• High Formalisation

• Limited Information Network

• Centralisation

• Clear Chain of Command

• Good for cost minimisation

Organic Model

• Flat (wide span of control)

• Comprehensive Information Network

• Participative Decision Making

• Cross-functional Teams

• Good for innovation

More of what do you want to be?

Chuck Williams, Principles of Management, 9th Edition, © Cengage Learning 2017



FACTORS influencing organisational design

Scale & Life Cycle
• Staff growth creates complexity
• Rules and systems substitute for direct supervision
• Multiple products, processes or locations require sophisticated design

Technology
• The resources, knowledge and techniques that convert  inputs to outputs
• Technology imperative – match structure and technology

Environment
• General – PESTLE and Specific – Operating
• Volatility, Uncertainty, Complexity, Ambiguity [VUCA] and the 

interdependence

Strategy

• positioning and implementing actions to compete successfully

Chuck Williams, Principles of Management, 9th Edition, © Cengage Learning 2017



Basic ATTRIBUTES of organisations Chuck Williams, Principles of Management, 9th Edition, © Cengage Learning 2017

Organisational Goals
• Output goals: primary purpose for primary beneficiaries, Social 

responsibility – ethics and morality
• Systems Goals: concerned with conditions within the organisation that are 

expected to increase its survival potential
Controls

• Setting standards
• Measuring results against standards
• Instituting action to refine inputs

Coordination Method
• Personal – including dialogue through informal and formal channels and 

development of shared values within organisation
• Impersonal – strong emphasis on procedures and well documented 

systems
Formal structures and the division of labour

• Allocation of formal authority – Centralisation / Decentralisation
• Specialisation – Horizontal / Vertical



Modelling your design

FACTORS

• Scale
• Technology
• Environment
• Strategy

STRUCTURAL DESIGNS

Mechanistic / Organic / 
Hybrid

ATTRIBUTES

• Goals
• Controls
• Coordination Methods
• Formal & Division of 

Labour

Performance & 
Satisfaction

Moderated by

Moderated by

In
fl

u
en

ce
Leads to

Individual and Group 
similarities & differences

(culture)

Chuck Williams, Principles of Management, 9th Edition, © Cengage Learning 2017



Strategy in Action – Reconfiguring the organisation
Testing Structural Solutions

Johnson, Scholes and Whittington, Exploring Corporate Strategy, 8th Edition, © Pearson Education Limited 2008
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d • Market-Advantage

• Parenting Advantage

• People

• Feasibility

• Specialised Cultures

• Difficult Links

• Redundant Hierarchy

• Accountability

• Flexibility

All basic organisation designs have strategy-related 
strengths and weaknesses

No ideal organisation design exists

To do a good job of matching structure to strategy

• Pick a basic design and modify as needed

• Supplement with appropriate coordinating, 
networking, and communication mechanisms 
to support effective execution of the strategy

• Consider the costs associated with change



DILEMMAS in Organising for Success
Johnson, Scholes and Whittington, Exploring Corporate Strategy, 8th Edition, © Pearson Education Limited 2008



Strategy in Action
Building strategic capability Johnson, Scholes and Whittington, Exploring Corporate Strategy, 8th Edition, © Pearson Education Limited 2008

STRATEGIC

CAPABILITIES
BUILDING

PEOPLE

People as resource
Organisational Behaviour

Organising People

TECHNOLOGY
Technology as resource

Strategic Capability
Organising Technology

INFORMATION
Information as resource

Strategic Capability
Business Model Alignment

FINANCE

Value Proposition
(value & cost drivers)

Funding Strategies
Financial Expectations

Strategic capability is concerned with competences and resources. In this section, we are particularly concerned with resources. In order to be successful, an organisation must
have access to appropriate resources. In fact, if it wants to excel, it must develop resources that are unique. From previous discussions, you will remember that competences relate
to the way we reconfigure our organisations and utilise our resources. Our core competences come from the way we manage, leverage and influence the use of our resources. Here
we consider four types of resources; namely people, information, finance and technology.



Strategy and Information
Building strategic capability Johnson, Scholes and Whittington, Exploring Corporate Strategy, 8th Edition, © Pearson Education Limited 2008

• Lower prices

• Improved pre-purchase information

• Easier, faster purchasing

• Shorter development times

• Product or service reliability

• Personalised products

• Improved after-sales service

Data mining is the process of finding trends, patterns, and connections in data in order to inform and improve competitive
performance.

Strategy deals with a company’s competitive initiatives 
and business approaches

Business model is concerned about revenues 
and costs flowing from the strategy in order 
to demonstrate the viability and profitability 
of the business



Strategy and Finance
Building strategic capability Johnson, Scholes and Whittington, Exploring Corporate Strategy, 8th Edition, © Pearson Education Limited 2008

Managing for value is 
concerned with 

maximising the long-
term cash-generating 

capability of an 
organisation. 

Financial aspects of value creation

Balancing business and financial risk



Strategy and Technology
Building strategic capability Johnson, Scholes and Whittington, Exploring Corporate Strategy, 8th Edition, © Pearson Education Limited 2008



Strategy and Technology
Building strategic capability Johnson, Scholes and Whittington, Exploring Corporate Strategy, 8th Edition, © Pearson Education Limited 2008



Strategy and People
Building strategic capability Johnson, Scholes and Whittington, Exploring Corporate Strategy, 8th Edition, © Pearson Education Limited 2008

• Audits

• Goal-setting and performance assessment

• Planning of rewards

• Recruitment and retention

• Training and development plans

• Understanding the need to change 
organisational paradigms

• Seeing role as ‘shapers of context’

• Understanding the relationship between 
behaviours and strategic choices

• Being realistic about the difficulty and time-
scales in achieving change

• Being able to vary style of managing change

• Service provider

• Regulators

• Advisor

• Change Agent



Strategy and People
Building strategic capability Johnson, Scholes and Whittington, Exploring Corporate Strategy, 8th Edition, © Pearson Education Limited 2008



Strategy in Action - Building strategic capability
Implications to Manager Johnson, Scholes and Whittington, Exploring Corporate Strategy, 8th Edition, © Pearson Education Limited 2008

A stage-gate process is a
structured review process to
assess progress on meeting
product performance
characteristics during the
development process and
ensuring that they are
matched with market data.

Resource integration in a new product 
launch



How do we reconfigure BMC for success?

Based on what we know thus far…

In this case what does BMC CEO require out of you?

You are a member of the People Practice team for a company, BMC that has recently purchased a large contemporary city centre 
licenced food premises in Manchester adding to its growing portfolio of acquisitions in Leeds, London, Nottingham and Glasgow. 
You have been asked to assist in preparing the managers for their forthcoming Strategic Management Planning meeting on 
implementing the new business strategy, by providing them with a presentation and a written report. 

keen for the management team to appreciate the connections between organisational structure, strategy and the wider business 
environment and gain an understanding of organisational culture, behaviour and how people practices support the achievement 
of business goals and objectives



Strategic Human Resource Management

Gary Dessler, Human Resource Management, 11th Edition, Pearson Education Inc. 2008

The linking of HRM with strategic goals and objectives in order to improve business performance 
and develop organisational cultures that foster innovation and flexibility.

Involves formulating and executing HR systems—HR policies and activities—that produce the 
employee competencies and behaviours that the company needs to achieve its strategic goals.



Linking Company-Wide and HR Strategies
Gary Dessler, Human Resource Management, 11th Edition, Pearson Education Inc. 2008



Linking Company-Wide and HR Strategies
Gary Dessler, Human Resource Management, 11th Edition, Pearson Education Inc. 2008

Corporate 
productivity and 

performance 
improvement efforts

Increased HR team 
involvement in 

design of strategic 
plans

Basic Strategic Challenges

Expanded role of 
employees in the 

organisation’s 
performance efforts



Human Resource Management’s Strategic Roles
Gary Dessler, Human Resource Management, 11th Edition, Pearson Education Inc. 2008

Strategy 
Execution

Role

Strategic Planning Roles

Strategy 
Formulation Role

Percent of Successful Mergers in Which HR Manager Was Involved

Source: Jeffrey Schmidt, “The Correct Spelling of M & A Begins with HR,” HR Magazine, June 2001, p. 105. 
Reproduced with permission of Soc. for Human Resource Mgmt. via Copyright Clearance Center.



Creating the Strategic Human Resource
Management System Gary Dessler, Human Resource Management, 11th Edition, Pearson Education Inc. 2008

Human Resource 
Professionals

Employee Behaviors and 
Competencies

Components of a Strategic HRM System

Human Resource Policies and 
Practices

Characteristics of HPWS
• multi-skilled work teams
• empowered front-line workers
• extensive training
• labour-management 

cooperation
• commitment to quality
• customer satisfaction

Source: Adapted from Brian Becker et al., The HR Scorecard: Linking People, Strategy, and 
Performance (Boston: Harvard Business School Press, 2001), p. 12.



Basic Model of How to Align HR Strategy and Actions with 
Business Strategy Gary Dessler, Human Resource Management, 11th Edition, Pearson Education Inc. 2008

Source: Adapted from Garrett Walker and J. Randal MacDonald, “Designing and Implementing 
an HR Scorecard,” Human Resources Management 40, no. 4 (2001), p. 370.

HR 
Activities

Organizational 
Performance

Emergent Employee 
Behaviours

Strategically Relevant 
Organisational 

Outcomes

Achieve 
Strategic Goals



Basic Model of How to Align HR Strategy and Actions with Business Strategy 
HR Scorecard Approach to Formulating HR Policies, Activities, and Strategies

Gary Dessler, Human Resource Management, 11th Edition, Pearson Education Inc. 2008



Basic Model of How to Align HR Strategy and Actions with Business Strategy 
HR Scorecard Approach to Formulating HR Policies, Activities, and Strategies

Gary Dessler, Human Resource Management, 11th Edition, Pearson Education Inc. 2008



Basic Model of How to Align HR Strategy and Actions with Business Strategy 
HR Scorecard Approach to Formulating HR Policies, Activities, and Strategies

Gary Dessler, Human Resource Management, 11th Edition, Pearson Education Inc. 2008

Strategy Map for Southwest Airlines
Source: Adapted from “Creating a Strategy Map,” Ravi 
Tangri, Team@TeamCHRYSALIS.com.



How do we develop HR Scorecard for BMC?

Based on what we know thus far…

In this case what does BMC CEO require out of you?

You are a member of the People Practice team for a company, BMC that has recently purchased a large contemporary city centre 
licenced food premises in Manchester adding to its growing portfolio of acquisitions in Leeds, London, Nottingham and Glasgow. 
You have been asked to assist in preparing the managers for their forthcoming Strategic Management Planning meeting on 
implementing the new business strategy, by providing them with a presentation and a written report. 

keen for the management team to appreciate the connections between organisational structure, strategy and the wider business 
environment and gain an understanding of organisational culture, behaviour and how people practices support the achievement 
of business goals and objectives





CHANGE is most talked about



change, a process that historically has been long on 
good intentions but short on execution.

too focused on mundane things rather than outcome



Understanding change

UNCERTAINTY

RESOURCE 
SCARCITY

COMPLEXITY

DRIVERS 

FOR 

CHANGE

Champy and Nohria (1996) – 3 major drivers of
organisational change, TECHNOLOGY
(particularly information technology),
GOVERNMENT, and GLOBALISATION

Hussey (1996) suggests – COMPETITION,
CUSTOMERS, and SHAREHOLDER value major
long-term drivers of change.

Dunphy et al. (2003) argue that CORPORATE
SUSTAINABILITY within finite resource
boundaries is the new driver for change.

Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009



Complexity of change

Change occurs at differing Organisational Life Cycle

Some change slower than others even within the same scale of
change

Different industries have differing rates of change or which are at
different phases of the economic cycles.

Change 
Variation

Modelling 
Change

Provide the ‘framework or map’ for the overall change, but not one
is perfect.

Provides focus on issues and range of effort.

Enabling conscious effort – does not happen by chance or on its
own.

Matching the commitment to the desired outcome is key.

Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009



Corporate Life Cycle

Adizes, I. (1990). Corporate Lifecycles: how and why corporations grow and die and what to do about it . Prentice Hall, NJ USA



Modelling Change

M
e

ta
-M

o
d

e
ls

Radical or revolutionary change

Incremental or evolutionary change

Punctuated equilibrium 

Continuous transformational 

Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009



Radical change

Change all aspects of operations in a single move over a short time
frame.

Can be across the enterprise or specific areas.

Require using authoritative power to force change in a rapid way to
address the issues

Benefits: rapid change following specific direction of a leader with
measurable outcomes against planned goals.

The limitations, individual change and inclusivity is often overlooked.

Used in emergency or dangerous situations,

may not be successful without a strong authoritarian leader able to
identify specific areas requiring change and planning the appropriate
change.

Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009



Incremental Evolutionary change

A continuous process with an ever-increasing involvement through
consensus building.

View as management response to pressures in internal and external
environments over time, in a logical problem solving process, one
goal at a time.

The belief is that change occurs through successive, limited and
negotiated shifts.

Has been around for a relatively long time, although different periods
of success have supported its legitimacy as a change approach.

Approach of managed incrementalism avoids both stagnation of
doing nothing and the brutality associated with rapid corporate
transformations.

An incremental approach to participative change provides the means
for various levels of change within the organisation.

may be limiting when fast or fundamental change is required, and
can indeed lead to a slow death.

Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009



Punctuated equilibrium change 

change is not continuous.

combination of a radical change process and an incremental fine
tuning approach to change.

The strength of this model is link to, and recognition of the external
environment and the need to ensure the environment fit.

However, rejected due to lack empirical validity of the model’s basic
arguments.

Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009



Continuous transformational

wide spread change throughout the organisation – incorporate
value change, strategy change, structure change, systems change,
culture change that includes all stakeholders.

new measurement criteria and new communications are part of the
change.

top led and determine the process and areas of change. Areas of
joint decision-making are required to be clearly defined.

Often, change agents are appointed as drivers for this process
leading to an increase in the number of change consultants.

Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009



COMPLEXITIES 
of variation and models

Change leaders must use a 
SUITABLE theory or approach. 

NO ONE size fits them all



Types of change

PLANNED 
CHANGE

EMERGENT 
CHANGE

advocates the use of a process involving diagnosis, action and
evaluation that informs further action and evaluation

refers to change incorporated into organisational processes through
conscious effort.

contends that the external environment is too dynamic to be
predicted and planned change makes too many assumptions

refers to change incorporated through impulse, accident or force

Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009



Planned Change
is the result of forces that strive to maintain the status quo 

and forces that push for change. 

Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009



Kurt Lewin Change Model Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009



HARD  TRUTH)



Change today is faster, comes in ‘fits and starts’, can come from any 
direction, is often traumatic and quite revolutionary, as many things 

happen at once.

CRITIQUE
Conceptualisation of Planned Change

Change in not linear
Change is not rational

Unclear relationship between change and performance

Practice of Planned Change
Limited consulting skills and focus

Quick fixes vs. development approaches



Guiding Principles
simultaneous improvement 

benchmarking 
customer 
supplier 

integration 
less hierarchical 

worker responsibility and commitment 

Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009



How do we design the change at BMC?

Based on what we know thus far…

In this case what does BMC CEO require out of you?

You are a member of the People Practice team for a company, BMC that has recently purchased a large contemporary city centre 
licenced food premises in Manchester adding to its growing portfolio of acquisitions in Leeds, London, Nottingham and Glasgow. 
You have been asked to assist in preparing the managers for their forthcoming Strategic Management Planning meeting on 
implementing the new business strategy, by providing them with a presentation and a written report. 

keen for the management team to appreciate the connections between organisational structure, strategy and the wider business 
environment and gain an understanding of organisational culture, behaviour and how people practices support the achievement 
of business goals and objectives



Dilemma of Change

MODELLING Change

LEADING change

Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009



Realities of change

ALL Organisations are in transition…

NO single cause,  single purpose, single market, single design, single process to manage 
the transition

Post industrialisation – knowledge is impetus to innovation & growth
‘blurring of change’ – speeding up the speed of change, reduce time for application

Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009



Realities of change

Traditional structure have structural deficiencies in organisations are delayed and poor 
decisions, failure to respond to external change and departments working at cross 

purposes and in conflict with each other.

Organisations today need to place greater emphasis on flexible and agile 
organisational forms which support and encourage innovation and experimentation 

and learning rather than the traditional command and control.

Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009



Redesigning Work - change

PROJECT 
TEAM

Project management is another 
alternative to traditional departmental 

structures. 

Project teams provide greater horizontal
coordination, but consume additional
resources, they take time and effort to
develop into effective units, and there
may be conflict between the goals and
needs of the project teams and those of
the functional departments.



Redesigning Organisation

Change boundaries of the organisation through the re-evaluation of the 
relationships among structures, systems, people and processes

Develop knowledge-rich organisation valuing of the intangible elements of work 
such as skills, values, personal and leadership styles, sharing of knowledge, 
information, resources and etc.

developing synergies, alliances and new streams link and leverage competence 
and to manage rationalisation and revitalisation

The choice of organisational structure reflects the struggle for priority between 
internal efficiency and control and flexibility and external responsiveness.

Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009



Designing Change Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009

PLANNED CHANGE 

GENERAL MODEL
Planned change is a cyclical process where action is

guided by preliminary research about the organisation.

Design, 
implementation 

& evaluation

Information 
gathering, processing & 

feedback

Entering
contracting & 

diagnosing



Contemporary  Research Model Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009

Initiate Inquiry

Inquire into Best Practices

Discover Themes

Envision a Preferred Future

Design and Deliver Ways to 
Create the Future

Trends in Action Research

• Moving from smaller sub-units to total systems and 
communities

• Promoting social change

Action Research Adaptations

• Participatory Action Research

• Appreciative Inquiry



Levels of Diagnosis Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009

organisation 

which includes 

strategy, structure and 

processes

group

which includes the 

design and devices for 

structuring interaction 

among members such 

as norms and work 

schedules

individual or job

level, which includes 

how jobs are designed 

to evoke desired 

behaviours.

The key to effective diagnosis is to know what to look for at each level, and the interrelationships among levels.



reservations & suspicious Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009

• Who are YOU and why are YOU here?

• Who do YOU work for?

• What do YOU want and why?

• How will my confidentiality be protected?

• Who will have access to the data?

• What’s in it for me and can YOU be trusted?



Intervention Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009

a set of sequenced planned actions or events intended to 
help an organisation increase its effectiveness – C H A N G E



Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009

are deliberate attempt to move an organisation or 
sub-unit towards a different or more effective state

Interventions purposely disrupt the status quo

Intervention



Designing intervention Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009

designing effective intervention can 
only be achieved after effective 
diagnosis

visible sign of problems are usually 
just symptoms of hidden problems.



Effective intervention Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009

• Relevant

• Free and informed choice

• Internal commitment

• Valid data rather than intended outcomes

• Transference of competence to organisation 
members



Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009

Designing 
effective 

intervention • Readiness for change

• Capability to change

• Cultural context

• Capabilities of the 
change agent

Strategy
Technology and structure

HR 
Interpersonal

Organisational ISSUES

Target of Change

Organisation LEVELS

Individual
Group

Organisation wide

Change Situation

interventions  that address 
the issues identified

different interventions 
across different time to 

address the different issues 
at different levels



Intervention Categories Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009

effective intervention should be tailor-made, it should be based on valid information and should assist members 
in developing skills related to change.



How do we (re)design the change at BMC?

Based on what we know thus far…

In this case what does BMC CEO require out of you?

You are a member of the People Practice team for a company, BMC that has recently purchased a large contemporary city centre 
licenced food premises in Manchester adding to its growing portfolio of acquisitions in Leeds, London, Nottingham and Glasgow. 
You have been asked to assist in preparing the managers for their forthcoming Strategic Management Planning meeting on 
implementing the new business strategy, by providing them with a presentation and a written report. 

keen for the management team to appreciate the connections between organisational structure, strategy and the wider business 
environment and gain an understanding of organisational culture, behaviour and how people practices support the achievement 
of business goals and objectives



Step 1: Motivating Change

Step 2: Creating a vision

Step 3: Developing political support

Step 4: Managing the transition

Step 5: Sustaining momentum
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Implementing Change Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009

Step 1: Motivating Change

• Identifying the need for change – a continual process of 
assessment

• Creating a culture which is ready for change: 

• change is inevitable and a certainty; there will always 
be a need for improvement; the process of change is 
always for the betterment of the organisation and the 
people within 

• Managing resistance to change:

• Resistance can be positive and constructive if there is 
empathy and support, communication and 
involvement.



Implementing Change Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009

Step 2: Creating a vision

• Describing a desired future state: Mission and 
value outcome; future directions

• Energising commitment: Should be exciting, 
connected to the past, present and future … and 
compelling



Implementing Change Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009

Step 3: Developing political support

Organisations can be seen as loosely structured 
coalitions

• Assessing change agent power – CA’s own source 
of power – knowledge, personality and others’ 
support

• Identifying key stakeholders – Who are the other 
powerbrokers?

• Influencing stakeholders – Playing it straight, social 
networks and utilising the formal system



Implementing Change Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009

Step 4: Managing the transition

from current state … to transition state … to future state

• Activity planning – Detailed ‘road map’ with top 
management support

• Commitment planning – Identification of key 
stakeholders

• Management structures – Allocation of key roles and 
responsibilities



Implementing Change Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009

Step 5: Sustaining momentum

continual reinforcement for the need to succeed with 
the change process

• Providing resources for change – Change cannot 
develop without tangible and intangible assistance

• Building a support system for change agents – A 
professional network of like-minded personnel

• Developing new competencies and skills – Change 
includes innovative perceptions of what may be 
achieved

• Reinforcing new behaviours – Prevent return to the 
‘old ways’



Implementing Change Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009

Step 6: Start all over again

• Change is a continual process and never finished

• The end of one cycle is the beginning of the next



Implementing Change Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009



Schneider's classic change curve Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009



Schneider's classic change curve Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009



Schneider's classic change curve



How do we implement the change at BMC?

Based on what we know thus far…

In this case what does BMC CEO require out of you?

You are a member of the People Practice team for a company, BMC that has recently purchased a large contemporary city centre 
licenced food premises in Manchester adding to its growing portfolio of acquisitions in Leeds, London, Nottingham and Glasgow. 
You have been asked to assist in preparing the managers for their forthcoming Strategic Management Planning meeting on 
implementing the new business strategy, by providing them with a presentation and a written report. 

keen for the management team to appreciate the connections between organisational structure, strategy and the wider business 
environment and gain an understanding of organisational culture, behaviour and how people practices support the achievement 
of business goals and objectives



Evaluations Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009

Evaluating Interventions

Feedback

Measurement



Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009

Evaluating interventions: Implementation and 
evaluation feedback

• Process must not be taken for granted

• Evaluation aimed at guiding implementation 
is implementation feedback

• Assessment intended to discover 
intervention outcomes are called evaluation 
feedback

FEEDBACK



Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009

MEASURE

Evaluating Intervention: Measuring the
performance

• Selecting variables – derive from the intent
that underlies the interventions; should
incorporate key features as well as expected
results

• Designing good measures

• Operational definition

• Reliability

• validity

Research design
• Longitudinal measurement

• Comparison unit

• Statistical analysis



Institutionalising Interventions
Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009making the change permanent

Organisation characteristics

Intervention characteristics

Institutionalisation processes

Indicators of institutionalisation

• Congruence

• Stability of 
environment and 
technology

• Unionisation

• Goal specificity

• Programmability

• Level of change target

• Internal and external 
support

• Sponsor
• Socialisation

• Commitment

• Reward allocation

• Diffusion

• Sensing and 
calibration

• Knowledge

• Performance

• Preferences

• Normative consensus

• Value consensus



Errors made when leading change Chuck Williams, Principles of Management , 6th Edition, Cengage Learning. 2011



7 KEY SUCCESS FACTORS

1. CHOSE STRATEGIC & CUSTOMER CENTRED PROJECTS

2. THINK BIG – START SMALL

3. INVOLVE EVERYONE – FROM TOP MANAGERS TO LINE WORKERS

4. TAILOR YOUR APPROACH TO YOUR CULTURE

5. ASSIGNED DEDICATED EXPERIENCED RESOURCES

6. USE METRICS TO DRIVE PROGRESS

7. COMMUNICATE, COMMUNICATE, COMMUNICATE



PARADIGM SHIFT

Tearing down Taylorism to multi tasking, 
cross functional and crossing borders.



allowing too much time for change
acceptance can also create the
conditions in which alarm and
rumour abound within the
workforce – grapevine channels.

OUT OF 
T I M E

Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009



Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009

RESISTANCE
to c h a n g e

Research literature recognises resistance as a critical
variable in influencing the success or failure of change



Forces the organisation to review and 
balance the external demands for 
change with the need for stability

Highlights ill-
conceived, wrong or 
dangerous aspects of 

change

Can be viewed as important data 
that requires action

Contribute to an 
injection of energy, 

creativity and 
innovation

RESISTANCE 
what

can 
offer

Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009



Dealing with resistance to change

So what do change leaders do?
Approaches to ADOPT

• Create a simple, compelling statement

• Communicate constantly and honestly

• Maximise participation

• Reflect on the change process thus far

• Modify the implementation processes if needed

• If all else fails, remove those who resist

• Generate short-term wins and set a shining example

Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009



Dealing with resistance to change
Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009

So what do change leaders do?
Approaches to AVOID

• No sense of urgency

• Lack of powerful coalition and vision

• Poor communication

• Not removing obstacles

• Not systematically planning for a creating short-term wins

• Declaring victory too soon

• Not anchoring changes in the corporate world



Dealing with resistance to change
Cummings and Worley, Organisation Design and Change, 9th Edition, Pearson Education Inc. 2009

Patterns of Organisational Resistance
Management approaches

Change Management Competencies:

• Education and communication

• Participation and involvement of individuals and groups

• Facilitation of support

• Negotiation and agreement

• Manipulation and implicit coercion



Dealing with Culture
Chuck Williams, Principles of Management, 6th Edition, Cengage Learning. 2011

Is the set of key values, beliefs, and attitudes 
shared by organisational members. 

Culture

Is a system of shared beliefs and values that 
guides behaviour



Levels of culture
Chuck Williams, Principles of Management, 6th Edition, Cengage Learning. 2011

 Symbolic artifacts
 Behaviors

1.  Surface
Level

SEEN

 What people say
 How decisions 

are made

2.  Expressed Values
and Beliefs

HEARD

 Beliefs and
assumptions

 Rarely discussed

3.  Unconsciously 
Held Assumptions
and Beliefs

BELIEVED



Organisational Culture
Chuck Williams, Principles of Management, 6th Edition, Cengage Learning. 2011

Consists of the trends and events within an organisation that affect the 
management, employees, and organisational culture

• important because it affects what people think, feel, and do at work

• organisational culture is the set of key values, beliefs, and attitudes 
shared by organisational members

Creation & Maintenance of Organisational Culture

Organisational HeroesOrganisational Stories

Company Founder



Essence of Organisational Culture
Chuck Williams, Principles of Management, 6th Edition, Cengage Learning. 2011

Seven key characteristics of what the 
organisation values capture:

1. innovation and risk taking; 

2. attention to detail; 

3. outcome orientation; 

4. people orientation; 

5. team orientation; 

6. aggressiveness; 

7. stability. 

In descriptive terms, culture is concerned 

with how employees perceive the seven 

characteristics, not whether they like them 



Essence of Organisational Culture
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DOMINANT CULTURE
the core values that are 
shared by a majority of 

members. 
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E ENHANCING subculture is one where the core values of the 

organisation are held more strongly by a particular group than by the rest of 

the organisation's members;

ORTHOGONAL subculture is one where a group adheres to the 

organisation's core values and in addition has its own set of non-conflicting 

values;

COUNTER-CULTURE is one in which the values directly clash 

with the core values of the organisation.



Essence of Organisational Culture
Chuck Williams, Principles of Management, 6th Edition, Cengage Learning. 2011

The argument is that strong cultures have a greater impact on employee behavior can

lead to reduced turnover. Meaning, firm's core values are both intensely held and widely shared. 

A strong organisational culture can act as a substitute for formalisation; it can create predictability, 

orderliness, and consistency. 



Essence of Organisational Culture
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affect Attitude & 
Behaviour

Common perceptions 
developed by members of 
organisation

Strength of affect depends on 
the strength of the 

organisation's culture

National differences or cultures must be taken into 
account if accurate predictions are to be made about 

organisational behaviour in different countries.
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What culture do

Define Boundary | Sense of Identity | Social Stability |
Image
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What culture do

Define Boundary | Sense of Identity | Social Stability |
Image

It has boundary defining role, it conveys a sense of identity, facilitates the generation of commitment to something
larger than self-interest, enhances social system stability, and serves as a sense-making and control mechanism that
guides and shapes the attitudes and behaviour of employees.

An organisation's culture, when it is strong and consistent, also determines the image the organisation presents
outside to the greater world. A good example of this is Disney.



Successful Organisational Cultures
Chuck Williams, Principles of Management, 6th Edition, Cengage Learning. 2011

Employee
Satisfaction

Quality

Consistency

Adaptability

Involvement

Clear Vision

Sales
Growth

Return on
Assets

Profits



Changing the Organisational Culture
Chuck Williams, Principles of Management, 6th Edition, Cengage Learning. 2011

Understand your OLD culture first... 

ENCOURAGE those employees who are bucking the old culture and 

have ideas for a better one. 

Find the best SUBCULTURE in your organisation and hold it up as 

an example... 

DON'T ATTACK culture head on. 

DON'T COUNT on a vision to work miracles. 

Figure on FIVE TO TEN YEARS for significant, organisation 

improvement. 

LIVE THE CULTURE YOU WANT. As always, actions speak 

louder than words. 



Changing the Organisational Culture
Chuck Williams, Principles of Management, 6th Edition, Cengage Learning. 2011

Behavioral addition: is the process of having managers and employees 
perform a new behavior

Behavioral substitution: is having managers and employees perform a 
new behavior in place of another behavior

Change visible artifacts: such as the office design and layout, company 
dress codes, etc.



Behaviour Modifications
Chuck Williams, Principles of Management, 6th Edition, Cengage Learning. 2011
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• Symbolic Coding – (visual/verbal)

• Rehearsal – (mental/actual)

• Self - Talk

• Behaviour changes needed for 
self- improvement

• Reminder and attention focuser

• Self-observation data

• Avoidance of –ve cues

• Seeking of +ve cues

• Personal goal setting

• Self-contracts

• Self reinforcement or self 
punishment

• Building naturally rewarding 
activities (increases one’s 
competence, self-control and 
purpose)

• Reinforcements from others

BEHAVIOUR

SITUATIONAL CUES CONSEQUENCES

PERSON
(Psychological Self)

Understanding human behaviour g focus on observable behaviour f from internal psychological processes. 
Modification & learning assist to influence the willingness (behaviour) of workers to improve overall performance. 



Are we ready to face the Management Team?

Based on what we know thus far…

In this case what does BMC CEO require out of you?

You are a member of the People Practice team for a company, BMC that has recently purchased a large contemporary city centre 
licenced food premises in Manchester adding to its growing portfolio of acquisitions in Leeds, London, Nottingham and Glasgow. 
You have been asked to assist in preparing the managers for their forthcoming Strategic Management Planning meeting on 
implementing the new business strategy, by providing them with a presentation and a written report. 

keen for the management team to appreciate the connections between organisational structure, strategy and the wider business 
environment and gain an understanding of organisational culture, behaviour and how people practices support the achievement 
of business goals and objectives




