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2552 Years ago Gautama Lord
Buddha preached the change manage-
ment for the entire three worlds.

The management of change is a key
skill and is so fundamental to the success-
ful growth of the company that it
deserves a mention in its own right.
The reason for this is that the devel-
opment of a company from inception
Through its growth stages to maturi-
ty is, in fact an exercise in change
management.

The management of change is a
major stumbling block for many
companies with growth potential.
Unlike lack   Of management resources,
lack of financial resources or inadequacy
of systems, change management is not
Tangible, but rather it is a management
skill which must be developed.

The management of change is impor-
tant for two reasons:

1. Flexibility and the ability to
respond quickly to changing conditions
are, as has already been stated, key areas
of advantage for the smaller company ' to
be able to move quickly a company must
be comfortable  with change and not per-
ceive it as threatening'

2. Today's business world is rapidly
changing and uncertain ' it is against this
background that a small company

Must grow' in such and environment a
knowledge of how and when to change is a

key management skill'
It is worthwhile examining the nature of

change and where it is likely to come from
in the context of a small growing company
in an organization change can be split into
two:

Management responsibility also extends
to identifying external change factors and
how they are likely to influence the organ-
ization and its people. The first to change
is the attitude pf management people feel
comfortable doing  things the way they
have always Done them and the manage-
ment of small companies in no different
'companies  which have been reasonably
Successful will take the view: 'we have
always done it this way why should we
change?'

This attitude has dogged many compa-
nies and is one of the main reasons why
organizations fail to fulfil their  Potential
before change can take place there must be
management recognition of the benefits
which change Will bring to the organiza-
tion. This will ensure a willingness to

instigate change
within the company
it is a major  func-
tions of the manage-
ment of a growing
company to strive for

more effi-
cient ways of
operating
and search
for new
opportunities
for the compa-
ny thus, good management should
always be  aware of change and its
potential benefits.

The second major barrier to change that
management is likely to face is the reac-
tion of staff change is disruptive and it is
natural to want to retain the statues quo.
people can be apprehensive about change
and see even minor changeas a threat.
This apprehension can be lead to a 'knee
jerk' reaction against change of any sort.
Managing  change involves an  under-
standing of people's attitude to change
their fear of the unknown their fear of a
perceived reduction in status ,the feeling
that they are being pressurized, or their
reluctance to change from the comfort of
existing procedures by understanding peo-
ple's fears management can minimize the
resistance of their staff to change.

Changes are occurring all the time and
in every organization there is a great deal
of unplanned change' if however
Unplanned change takes place in the key
areas of the business then this is because
of the absence of change 

Management this can lead to problems
managing change is about controlling the
change and directing it in the key
Business areas are opposed to passively
reacting to change or worse still trying to
discourage and resist change.

There are three main elements in the
process of managing change creating the
climate for managing change, identifying
The areas for change, and implementing
the change.
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Recent research by Wayne Hochwarter, a
professor of management at Florida State
University, and associate Samantha
Engelhardt investigated differences in
employees' responses to abusive supervi-
sors. Their study included more than 180
employees from a range of professions and
built on 2006 research that assessed the
effects of abusive bosses on employees'
health and job performance.

Wayne Hochwarter explained:
"Our goal was to isolate those who

reported daily abuse from those who did
not."

The researchers found significant differ-
ences between the two groups. Of those
who reported abuse:

30 per cent slowed down or purposely
made errors (compared with 6 per cent of
those not reporting abuse) 

27 per cent purposely hid from the boss
(compared with 4 per cent) 

33 per cent confessed to not putting in
maximum effort (compared with 9 per
cent) 

29 per cent took sick time off even when
not ill (compared with 4 per cent) 

25 per cent took more or longer breaks
(compared with 7 per cent) 

They also found that participants not
reporting abuse were three times more
likely to be proactive in solving problems
they experienced in the workplace, includ-
ing perceived abuse.

Wayne Hochwarter commented:
"The data do not allow us to definitively

state if abuse leads to these reactions, or if
managers are just responding to their sub-
ordinates' less-than-stellar behaviour.
However, it is clear that employee-employ-
er relations are at one of the lowest points
in history."

Researchers highlight the importance of
"basic civility" and effective communica-
tion when addressing many workplace
problems.
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Aggression at work

Internal  change
Company development
New ideas and methods
Technology processes, procedures
Skills
Physical Environment

External Change

Political (government legislation)
Economic (inflation, interest rates)
New technology substitutions or
replacement
Market (Competitors, customers,
Suppliers)
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