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MOC Practice Assignment – Illustrative Sample Answer (not a ‘model answer’)
The following is an extract from a student essay that analysed the MyBank case study. 
514 words
This essay summarises key lessons for the successful people management of change drawn from an analysis of the MyBank case study.  The key theoretical themes used in this analysis were Kotter’s (1995) eight steps and Hope-Hailey and Balogun’s (2002) Change Kaleidoscope. 
Firstly, do not underestimate the power of key stakeholders who can undermine and inhibit successful implementation (Burris 2012). This is a political reality within organisations (Dawson & Andriopoulos 2017). While linear planned models of change may ignore this, this highlights a key weakness with simple approaches. Those of us experiencing organisational change also need to be aware of the political realities and different perspectives and actions and motivations of people within a change.  The common-sense type of statements might be – keep your friends close and your enemies closer; or watch your back.  There will always be different agendas within a change, and these can undermine the outcome. 

Secondly, it is preferable to use a combination of top-down and bottom-up approaches to manage resistance  (Fromhold-Eisebith and Eisebith, 2005). Also, to experience the gains of delegation and participation to improve the nature of solutions within the change itself.  However, those leading the implementation need to monitor and be aware of the negatives as well as the positives of these approaches. 

Thirdly, from my personal experience of change I am self-aware of my reactions and types of behaviour that made change difficult. For myself I have ‘tested’ some of my beliefs and perceptions and been able to move forward with changes in unexpected ways with acceptance of a broader range of skills with people and my own capabilities.  As Kubler-Ross 1969 (cited in Cameron & Green 2012:36-37) suggests some people experiencing organisational change may be trapped at a certain stage (e.g. denial) and not able to move to acceptance or comfort to experiment with new approaches and realities.  Understanding this as a manager of change is important.  Likewise, being able to bring both those enthusiastic and willing to change while supporting others along (Cameron & Green 2012).   

This leads on to the fourth lesson: to successfully implement organisational change, organisations should focus on developing pockets of good practice (Harvey and Butcher, 1998). Some Mybank managers recognised that their departments were inefficient therefore pockets like this should have been developed as showing commitment to the change (Lines, 2004) and acts as role models (Kotter, 1995). Organisations need to recognise and nurture these pockets of desired practice, as they can guide the change (Harvey and Butcher, 1998). Managers with negative views on the change causing resistance would soon see the gains of other departments, thus be more willing to gain the same efficiencies. 

Finally, had they utilised Hope-Hailey and Balogun’s (2002) Change Kaleidoscope to monitor implementation they would have had insight into the impacts of the change approaches. It would have then been evident that both approaches in applying the strategies would bring about detrimental issues, especially around the power of the resistant employees that undermined the strategies. Had Mybank instead considered the elements and applied an approach that could complete Kotter’s model resulting in successfully organisational change.  
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