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Modern corporations are forced to implement change processes in order to survive in an environment which is constantly changing and increasingly competitive. Consequently, change management has become a key concept in both business theory and business practice.





The concept covers all internal changes to a socio-economic system, such as a corporation. A differentiated and integrated approach addresses specific questions concerning strategic, organizational and human resource management, as well as the communication and information areas with the aim of establishing how corporations can best respond to changes in the environment and ensure their long-term success.





A corporation willing to change will engage in constant observation of environmental systems in order to respond to changes in economic, technological, legal, socio-cultural and ecological factors. Since these factors are interdependent, the pressure to change can be multiplied. Corporate variables, such as organizational structure and corporate culture, and personal variables, such as development potential and professionalism, also play a role in determining the starting scenario. Experience has shown that a corporation which is doing well is unlikely to make any changes and that internal change is generally triggered by a crisis situation.


�
The techniques, business reengineering and organizational development, represent the two poles of the change management concept. Whereas, business reengineering is "revolutionary" (radical change in a short period of time), organizational development is "evolutionary" (gradual change over a long period of time). The tendency for a corporation to lean towards one extreme or the other depends on the type of crisis to be mastered, existing corporate and personal conditions and the image of man held by those promoting change. While organizational development seeks to increase both economic efficiency and social efficiency, business reengineering seeks a substantial and sustainable increase in economic efficiency alone.





Change management can start out from a large number of different situations and take on a vast array of different forms. Between the two extremes of revolutionary change and evolutionary change, there is a wide range of alternatives distinguishable by the extent to which economic and/or social efficiency and effectiveness are emphasized. The type of crisis signals the urgency and, therefore, the radicality of change and the appropriateness of business reengineering and organizational development in extreme cases. To a substantial degree, the successful implementation of changes depends on competent human resource management and the quality of measures undertaken to support the change process. The main purpose of change management is to develop employee potentials so as to ensure the corporation's competitiveness – something that is of benefit to all involved.





1. STARTING POINT FOR CORPORATIONS IN NEED OF CHANGE





During the last decade, many corporations have faced the necessity to execute more or less intense change processes in the interest of their survival and competitiveness. In general, change has appeared with such a frequency that we may look at it less and less as a exceptional case in the life cycle of corporations. It is, therefore, hardly surprising to find increasing analysis and discussion of existing types and possible designs of change management both in business practice and the respective literature.





According to the speaker, the concept of change management contains all planned, managed, organized, and controlled changes in the strategies, processes, structures, and cultures of socio-economic systems (e.g. private or public corporations). A differentiated and integrated change management, therefore, deals with, among other things, specific questions of strategic management, organizational management, and human resource management, as well as communication and information (compare Doppler/Lauterburg 1994, p. 26). The basic question is: how can corporations meet the challenges of an environment that changes often, irregularly, and almost unpredictably, and how can it secure its long-term survival and its ongoing achievement of objectives by proceeding pro- and re-actively?





A corporation ready for change will permanently observe the changes in the relevant environmental systems and deduct from them the consequences for its need to change. Generally speaking, the following environmental systems prove to be especially important (compare "method of analysis" in Kubicek/Thom 1976, column 3988 ff.):





Economic system (e.g. globalization of multi-corporation enterprises and its extreme form of "turbo capitalism", regional differentiation, break down of cartels, strengthening of the buyer position, structural shifts between business sectors, unpredictable business cycles, accelerated growth of international trade),





Technological system (e.g. fast diffusion of new technologies which create the opportunity for product and process innovations, necessity of high investments into research and development, revolutionary potentials as a result of the new communication technologies),





Legal and political system (e.g. dissolving of the political bipolarity such as the West-East tensions, relative loss of power of the national states,  crisis of the public budgets, liberalization of the trade laws, new General Agreement on Tariffs and Trade, attractiveness of tax laws and of government regulations from a business point of view, in other words, competition between sites, increased producer liability),





Socio-cultural system (e.g. shifts in the demographic structures, changes in the value systems of the relevant population groups, disturbance of the security needs in Western industrial societies, social contracts between different interest groups of a society, share of highly qualified groups in a society, willingness to be mobile and learn in a society),





Physical and ecological system (e.g. topography, climate, effective or expected natural catastrophes, pollution and the resulting requirements for a changed ecological management of the corporation).





There are interdependencies between the above mentioned systems of the environment. Consequently, a corporation's pressure to change can be multiplied.





Furthermore, the starting point is influenced by corporate and personal variables. The former include among others: existing strategic business units, organizational structures and procedures, corporate culture, implemented technology, ownership relations. Among personal variables, the following are particularly important with respect to change management: the perceptive faculty or the psychological suppression reflex of the corporate members, their personal development goals (ambitions) and development potentials, their degree of professionality (expertise) and their willingness to cooperate.





Based on experience, we may rarely expect corporations to initiate change processes when presently in agreeable situations (e.g. satisfactory profit, far-reaching consensus about the allocation of income). As a rule, the triggering of change requires a crisis situation. From an economic point of view, it makes sense to distinguish crisis situations according to areas in which they endanger the achievement of the corporate objectives (compare Müller 1986, p. 53 ff.)





A liquidity crisis involves the danger of insolvency. It requires immediate action, otherwise the corporation is threatened by the exclusion from the economy (e.g. through bankruptcy, liquidation).





The result crisis is characterized by a clearly negative deviation of the actual from the target profit, profitability, sales revenue, earnings, cost objectives etc. Wrong decisions in marketing, production, investments, human resource management, etc. can be the cause of such a crisis situation.





Least apparent and immediately pressing is the strategic crisis. Even though the present profit situation may still be very satisfactory, the strategic crisis must be diagnosed because the development, disposition, and defensive ability of the success potentials of a corporation are seriously threatened (compare Müller 1986, p. 54). The gap that starts to show between probable (extrapolated) situations and the target situations can be closed through a change in altered or new strategic orientation (e.g. new markets, product, or process innovations). This normally requires a change process of several years.





2. EXTREME APPROACHES TO CHANGE MANAGEMENT





Changes in strategies, processes, structures, and cultures can take place in small (incremental) steps or in big (radical) shifts. In connection, Krüger (1994, p. 216 ff.) speaks of an evolutionary and radical model of change. According to this classification of extremes, the following presents a concept of each, i.e. revolutionary and evolutionary change in socio-economic systems.





2.1. Business reengineering as an example of revolutionary change





A "Manifesto for Business Revolution" by the American authors Michael Hammer and James Champy formulated and postulated the concept of "business reengineering" (BR). In the eyes of these management authors, BR means "the fundamental rethinking and radical redesign of business processes to achieve dramatic improvements in critical, contemporary measurses of performance, such as cost, quality, service and speed." (Hammer/Champy 1994, p. 32) Hammer/Champy are concerned with a far-reaching reorganization of corporations around the process of value creation. The process between customer needs and customer satisfaction has to be radically redesigned. Existing structures and procedures are not considered. BR thinking does not begin with the moderate question: "How can we do it faster and better?", but the critical position: "Why do we do it at all?" The radicality reaches down to the a historical hypothesis "How would we do it if we could start all over?" Not gradual improvements but a sustained increase in efficiency (quantum jumps) in the above mentioned economic ratios are targeted (e.g. dividing the processing time in two, doubling the turnover per employee).





Important to the achievement of such ambitious targets are the customer and process orientation, as well as the intelligent use of the newest information technology at the work place of competent employees. The implementation of the new solutions is to be consciously undemocratic. It has to be in the hands of a few responsible that have received the necessary legitimate power to execute the change like a surprise coup, in little time, and with Herculean power.





Central to all process definitions is the satisfaction of internal and external customer wishes. What will be designed as a core process depends on the strategy pursued. However, all corporations (or respective units in big groups) should concentrate on a few core processes only (e.g. development of new products, integrated logistics). Support processes must not be optimized for their own sake but for the benefit of the core processes. In the interest of this primary optimization, support processes may be sub optimal if necessary. The problems of interface are therefore treated from a new perspective. The core processes have to be derived from the overall strategy. The structure has to support the optimized core processes (design principle: "structure follows process follows strategy"). The complex problems of the design process cannot be dealt with in depth here (compare Osterloh/Frost 1996 for more details). However, a short remark on information technology seems to be necessary. The objective in using technology is the customer and process oriented total treatment of a case. Therefore, we should not just automate existing procedures but realize new possible applications. Efficient use of data bases, expert systems, telecommunication networks, etc. can enrich the job of office employees substantially. However, the improved information basis will remain fruitless unless the organizational authorization, as well as the qualifications (abilities and skills) of the employees are changed as well. BR-authors speak of "empowerment" of the employees, who have to develop into "process professionals". Their collaboration (e.g. in "case teams") has to improve fundamentally. "People communicate with whomever they need" (Hammer/Champy 1994, p. 78). Further changes in the human resource management are necessary. Measurable results are the basis for compensation; advancements have to be based primarily on skills and not on past performance.





Numerous corporations have picked up the concept of BR as an approach to internal change processes. Case studies have documented successful examples of such change processes in the magnitudes demanded by BR in Germany (Demmer/Gloger/Hoerner 1996) as well as in Switzerland (Osterloh/Frost 1996). However, more comprehensive empirical studies (compare Bullinger/Wiedmann/ Niemeier 1995) have also uncovered a variety of failures in the implementation of BR projects. In many places, one cannot deny the gap between claim and reality. In the section "Promoters in change management", we will return to important prerequisites for the implementation of revolutionary change.





2.2. Organizational development as an example of evolutionary change





The concept of organizational development (OD) surely cannot be placed among the impermanent trendy topics (compare Kieser 1996, Shapiro 1996 for more details). Specialist literature documents the struggle about the OD concept and its permanent development for about half a century now, starting after WW II. Despite great differences in emphasis by the individual OD representatives, OD (also: planned organizational change) generally means a participatory conception for the planning, initiation, and implementation of change processes in social systems (compare Thom 1992, column 1478). The followers of this evolutionary change concept assume that the attitudes, values, and behaviors of the members of a socio-technical system have to change before the system (the organization in its institutional dimension) can change itself. Such an approach to change management is based on a model of man that assumes people in corporations to be capable of developing, learning, and taking responsibility (according to McGregor's Theory Y). 





In its mission statement, the German Society of Organizational Development characterizes OD as "... a development and change process of organizations and the people working there that is long-term and includes the entire organization. The process is based on the learning of everybody affected, through contribution and practical experience. Its goal is to improve simultaneously the productivity of the organization and the quality of work life (humanity)" (GOE 1980).





Proposing such a definition of OD already hints at the basic normative positions. Changes have to be supported by the members of the organization. Internal and external consultants (change agents) may only act as change helpers not as dominant changers. This principle is supported by the postulates "help to self-help" (no dependency on experts) and "make those affected into those involved" (the people affected by the change are to take part actively in the change process). OD thus wants to contribute to the democratization of work life. Unnecessary hierarchical differentiation are to be reduced, the power relations in organizations are to be organized more equally (in partnerships), and a culture of mutual trust is to be striven for.





A comprehensive OD concept contains both a structural and a personal approach. The structural approach tries to create favorable frameworks for the achievement of the OD objectives through a change in the organizational rules (e.g. organizational plan, individual role descriptions). The personal approach starts with the employees and, through qualification measures, promotes their abilities to cope with and support change. There is no doubt that the objectives of OD (economic and social efficiency) require a combination of the structural and the personal approach.





OD processes take place in different phases. At the beginning there is an "unfreezing" of the social system. Attitudes, values, and behaviors of the members of the system are questioned and tested for their suitability to achieve the system objectives (performance and innovation ability, humanity). A second step ("moving") contains the actual change movement. New behaviors, organizational rules, etc. are tested, practiced, and fixed again after the learning process. Every change process also requires some sort of conclusion, but it certainly never means a definitive end (i.e. losing the ability to move). However, a stabilization and consolidation of the new, officially legitimated behaviors and organizational rules are required.





The OD concept poses the question as to where in the hierarchy the most suitable starting point for a comprehensive change process lies that will include the whole social system in the end. The answer of the OD representatives differs significantly from the answer of the BR advocates. Whereas BR considers only top-down procedures, OD shows significantly more alternatives. Depending on the pathological starting point and the internal position of suitable promoters, the OD concept knows not only the top-down direction but also bottom-up procedures or the simultaneous approach at the highest and the lowest part of the hierarchy (bipolar strategy). Also, the change process may begin at different places in the hierarchy, in different areas of expertise and hierarchical levels (multiple nuclei strategy) or, like a wedge, at the center of the hierarchy and expand to the adjoining layers of the social system (wedge strategy).





There is no occasion here to discuss the various methods and techniques of OD (compare Thom 1992 and the literature mentioned there).





The OD approach, at least in its essential parts, has found considerable application in the organizational practice. In a survey of the organizers in Switzerland (Cantin/Thom 1996, p. 117 ff.), the speaker was able to ascertain that the principles of "make those affected into those involved" and "help to self-help" are especially well known. Also, the understanding that OD is a "long-term and permanent change process" is well known, as well as the application of certain OD techniques (e.g. process consultation and team development; compare Cantin/Thom 1996, p. 100). However, statements made by the organizers about desirable improvements hint at numerous deficiencies. Their removal is among the main concerns of today's OD discussion. A few examples of such deficiencies are: withholding information for the purpose of diagnosis, opposition to change on the part of those affected, or missing team and cooperation abilities in the entire corporation.


�
2.3. Comparison between the two extreme approaches to change management





After a short characterization of the revolutionary and evolutionary change, the following illustration will compare the two approaches according to different criteria. The table does not only present statements such as definitions and classifications but also assessments made by the speaker (e.g. the strengths and weaknesses of the approaches). An element of this synopsis, the "roles" of the actors in the change process, is treated in detail in the next section.





The evaluation of the effectiveness of both approaches depends on many factors. Fundamentally different are the model of man and the understanding of power. Whether one of the extreme change concepts is suitable to the situation can be judged by the type of crisis in which the social system is.





Whereas OD cannot be a serious alternative to BR in a liquidity crisis, there are enough opportunities in a strategic crisis to apply the OD principles and their respective techniques. Only in the case of a result crisis there is an actual decision in the choice of the approach to change management. The model of man of the change promoters as well as the corporate and personal conditions (compare first section) will probably be the decisive factors for an OD or a BR orientation in the change process.





3. PROMOTERS IN CHANGE MANAGEMENT





The success of change processes has proven to depend especially on the motivation and qualification of those actively and passively involved (compare among others Hall/Rosenthal/Wade 1994). Both of the extreme concepts have developed differentiated "scripts" for the roles in change management. The variety of technical terms is confusing. A comparison is made best on the basis of the promoter model by Witte (1973) and Haushildt/Chakrabarti (1988). Such a comparison cannot account for finer details in role description.





Due to their high rank in the hierarchy, power promoters (BR = leader, OD = change catalyst) are capable of legitimating the change process, providing the necessary resources, and overcoming system barriers (e.g. based on existing distribution of authority). In BR, top management performs the function of the powerful initiator of change (top-down strategy). In OD, the change catalyst can both speed up or slow down the change process. The latter may be required especially when it becomes apparent that too much is expected from the social system.





�
�
Criteria


�
Business Reengineering�
Organization Development�
�
Origin of the approaches�
engineering/consulting practice


(management orientation)�
social psychology/ consulting practice (social orientation)�
�
Basic idea�
Fundamental reconsideration and radical redesign of corporations or corporate processes


(revolutionary change)�
change and development process that is long-term and includes the entire organization and its members (evolutionary change)�
�
Basic normative position (selection)�
discontinuous thinking (e.g. break with existing structures)


question of WHY


make those convinced into those involved�
get the system members where they stand


help to self-help


make those affected into those involved


democratization and de-hierarchization�
�
Model of man�
tendency towards Theory X (during the change process)�
Theory Y (during change process and life together afterwards)�
�
Characterization of change�
far-reaching, comprehensive change


discontinuity


change in big shifts�
long-lasting learning and developing process


continuity


change in small steps�
�
Temporal horizon�
several years with pressure to quick success (in quantifiable factors)�
long-term with patience and openness (e.g. for momentum)�
�
Object of change�
entire corporation, core processes


�
entire corporation, sections�
�
Objectives�
substantial and sustainable increase in economic efficiency�
increase in economic efficiency and humanity (social efficiency);


in other words, make the organization survive and, simultaneously, worth living in�
�
Application in case of the following types of crisis�
liquidity crisis


result crisis�
result crisis


strategic crisis�
�
Change strategies


(starting points in the hierarchy)�
top-down strategy�
top-down strategy


bottom-up strategy


bipolar strategy


wedge strategy


multiple nuclei strategy�
�
Starting points�
redesign of the core processes according to the market strategy


adapt organizational structures/job descriptions


change values (e.g. creation of value and customer orientation)


use modern information technology


create human resource development and compensation procedures�
structural and personal approach (redesign of the organizational structures as well as change in the attitudes and behaviors of the people, measures to adjust the qualifications of individuals and groups)�
�
Roles�
leader (power promoter)


process owner (process promoter in the sense of process consultant)


reengineering team


steering committee (mixture between power and technical promoter)


reengineering Czar (technical promoter)�
change agent (mixture between technical and process promoter in the sense of a consultant)


client system (reorganized area)


change catalyst (power promoter)�
�
Strengths


�
opportunity of starting all over


opportunity of clear increase in efficiency


speed of change


conceptual unity of change measures (general process perspective)


substantial increase in authority for "process-specialists"�
social compatibility because of natural change


considering the members' ability to develop


promotion of self management and self organization


long-term perspective


avoidance/reduction of opposition to change �
�
Weaknesses (dangers)�
instability  in the change phase


pressure concerning time and action, including pressure to improve results short-term


exclusion of alternative change strategies (other than the top-down strategy)


lack of social compatibility (not much sensibility to opposition to change)�
reaction time sometimes not sufficient


extremely high demands concerning the social competence of those involved in the OD process


necessity to look for compromises


insufficient opportunities to implement unpopular but necessary decisions (underestimation of the power component for moving resources and competence)�
�



Table 1. Comparison of the fundamental approaches to change management





The function of the process promoters (BR = process owner, OD = change agent) proves to be very demanding. Their job includes e.g. bringing together the project group (change team), averting bureaucratic interventions, as well as inspiring and motivating those directly involved in the change process. The process promoters perform the central coordination and communication functions in the change process. They include the permanent information about the state of the change as well as the reception and processing of suggestions and criticism. Change agents, according to OD, have to possess high social competence and be able to apply the respective techniques. The process owner, according to BR, is essentially responsible for a specific process (process responsible) rather than the entire change process. However, the thoughts and actions of the system members have to be adjusted to the new processes. Here, the reengineering team can help.





Finally, every change management needs technical promoters (BR = reengineering Czar, OD = change agent in connection with the client system). They have to provide the instruments for change in the respective technical areas such as change techniques (process analysis, creativity techniques, group dynamic exercises, etc.) and specific technical knowledge for the solution of problems. The OD approach does not monopolize the technical knowledge of the change agent but deliberately activates it from the client system, i.e. the members of the system which is to be changed. In BR projects, the provision of new information and communication technology plays an important role in the job specter of the technical promoter. 





The different promoter types should cooperate efficiently in the change process. Often, promoters are not lined up on the official channels in any useful constellation. Therefore, there has to be freedom, so promoters can find together in powerful teams. On the other hand, there has to be a conscious act of design in defining the promoter roles, choosing the appropriate people for the roles, and promoting the collaboration of these core persons in the change process (e.g. project teams and steering committees). Put simply, the success of the change process depends on the support of the top management, on its permanent promotion by socially competent process responsibles, and on the best possible technical assistance by practiced experts.





A glimpse at the organizational practice of Swiss corporations and administrations (compare Cantin/Thom 1996, p. 121 ff.) shows that organizers perform the roles of the process and technical promoters often, either individually or combined. The interviewed people, on the other hand, were far more reserved to attribute the characteristics of the power promoters to themselves. However, they were more aware of the necessity of the power dimension in the process of organizational redesign than the university professors in organization/management who had also been interviewed. The professors emphasized more the "soft" roles such as change agent, internal consultant, integrator, and moderator in connection with the future understanding of the organizers' roles.





Therefore, it sounds like a passage from a manual for political realism when the BR authors Hammer and Champy describe leaders as power promoters. They should have the ability to make speeches that carry the audience away, the power to sanction (to praise and criticize with virtuosity), and the capability to break the opposition in border-line cases. This attitude can be seen in the following quotation on the understanding of the power promoters' role: "If someone blocks your way, let me know who that person is, and I’ll take care of it.” (Hammer/Champy 1994, p. 104)





4. BASIC IDEA FOR A DIFFERENTIATED AND INTEGRATED CHANGE MANAGEMENT





What has been said so far shows that change management can start out from very different situations and, therefore, take on a variety of different forms. A rewarding field for further research is, therefore, the illumination of the interdependencies between external, internal, and personal factors of an institution, between the different types of crises triggering the change process, and between the basic instruments (action parameters) of change management, and to work out empirically founded statements about the correctness of situation and instruments (compare the simplified illustration).





There is a continuum of alternatives between the two extreme types of change (BR and OD). They can be distinguished by the degree to which the system members participate and the freedom that top managers enjoy. Correspondingly, they can be distinguished by the degree to which economic and/or social efficiency and effectivity are emphasized. The type of crisis signals the urgency and, therefore, the radicality of change and the appropriateness of BR and OD in extreme cases. The successful implementation of change processes depends substantially on the measures supporting change in the area of human resource management. Apart from the already mentioned measures in human resource development and motivation/ compensation (compare Hertig 1996 for details in case of different crises), differentiated concepts of human resource reduction may not be neglected. 
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Figure 1. Framework for a differentiated and integrated change management





Change promoters will not avoid considering lay off in a fashion that the dignity of those affected remains intact and further employment in the job market remains possible. Economically effective and efficient thinking should be broadened to include perspectives of responsibility for the entire society.





The primary goal of change management is not lay off but the development of employee potentials (BR = empowerment, OD = developing and learning people) in order to achieve higher competitiveness of the corporations that are the sources of income for several stakeholders.
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MANAGEMENT PROMJENA�Sažetak





Suvremene korporacije moraju implementirati organizacijske promjene, kako bi preživjele u sve promjenjivijem i kompetitivnijem poslovnom okruženju. Stoga je upravljanje promjenama postalo jednih od ključnih teorijskih, ali i praktičnih koncepata suvremenog poslovanja.





Ovaj koncept obuhvaća sve unutarnje promjene socio-ekonomskog sustava, u kojeg spada i današnja korporacija. Diferencirani i integrirani pristup promjenama obuhvaća specifične probleme strateškog i organizacijskog managementa, te upravljanja ljudskim potencijalima, ali i probleme komuniciranja i obrade informacija, kako bi ustvrdio na koji način korporacije mogu najbolje odgovoriti na promjene u okolini, te osigurati dugoročni uspjeh.





Korporacija koja želi provesti organizacijske promjene mora stalno promatrati sustave u svojoj okolini, kako bi odgovorila na promjene ekonomskim, tehnoloških, pravnih, socio-kultirnih i ekoloških faktora. Pošto su ovi faktori međuovisni, pritisak za provođenje promjena se može multiplicirati. Interne varijable, poput organizacijske strukture i kulture, te osobne varijable, kao što su razvojni potencijal i profesionalizam, također igraju značajnu ulogu u determiniranju početnog scenarija. Iskustvo pokazuje da korporacija koja uspješno posluje neće lako provoditi organizacijske projene, te da je u promjenu u principu pokreće tek krizna situacija.





Tehnike reinžinjeringa poslovnih procesa i organizacijskog razvoja predstavljaju dva “pola” koncepta upravljanja promjenama. Naime, reinžinjering je “revolucionarni” pristup (jer zagovara provođenje radikalnih promjena u kratkom vremenskom periodu), dok je organizacijski razvoj “evolucijski” (pošto zastupa provođenje polaganih promjena tijekom duljeg vremenskog razdoblja). Tendencija za prihvaćanjem jednog od ekstrema ovisi o tipu krize koju treba prevladati, postojećim organizacijskim i osobnim uvjetima, kao i teroriji organizacijskog ponašanja koju prihvaćaju nositelji organizacijskih promjena. Dok organizacijski razvoj teži povećavanju kako ekonomske učinkovitosti, tako i socijalne efikasnoti, reinžinjering teži isključivo značajnim i održivim povećanjima ekonomske učinkovitosti.





Upravljanje promjenama može proizići iz velikog broja različitih poslovnih situacija, i zauzeti veliki broj različitih pojavnih oblika. Između ekstremnih rješenja (“revolucionarne” i “evolucijske” promjene) postoji veliki broj alternativa koje se razlikuju s obzirom na naglasak koji stavljaju na ekonomsku učinkovitost, odnosno socijalnu efektivnost. Ovisno o vrsti krizne situacije, signali se hitnosti razlikuju, o čemu ovisi i stupanj radikalnosti, te primjerenost reinžinjeringa, odnosno organizacijskog razvoja kao ekstremnih metoda upravljanja promjenama. Uspješnost implementacije promjena uvelike ovisi o kompetentnom upravljanju ljudskim potencijalima i kvaliteti mjera poduzetih kako bi se podržao proces promjena. Smisao upravljanja promjenama leži u razvoju potencijala zaposlenih, i to u cilju osigiranja konkurentnosti korporacije, što je od koristi svima uključenima u proces promjena.
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