World of competition every product equal competitors
Introduction

Strategic change:
Today is a world of technology and new inventions, this was not in the past, human inventions were the basic at the earlier stage as days goes on there were so many updates that came in from the inventions, changes happened at every point of time, human accepted change in their life, similarly an organisation requires strategic change for its survival.

Today is a world of competition, every product has equal competitors, and there is no monopoly in the market, starting from the basic product to costly product there is competition with advance in service, product and technologies, the organisation needs to change itself in accordance to the environment, global market, customer expectations, competition, legislation, demographics, mergers, acquisition and many new programmes
Background of the company:

Dell Perot Systems
Dell is an American multinational information technology corporation based in Round Rock, Texas, US that develops, sells and supports computers and related products and services. Bearing the name of its founder, Michael Dell, the company is one of the largest corporations in the world, employing more than 96,000 people worldwide. Dell had 46,000 employees as of Jan. 30. About 22,200 of those, or 48.3 percent, were in the United States, while 23,800 people, or 51.7 percent, worked in other countries, according to a filing with the Securities and Exchange Commission. They are the third largest PC maker in the world. Dell is listed at #38 on the Fortune 500 (2010). Fortune also lists Dell as the #5 most admired company in its industry.

Dell has grown by both organic and inorganic means since its inception—notable mergers and acquisitions including Alienware (2006) and Perot Systems (2009). May 3, 2010,  Fortune magazine listed Dell as the 38th largest company in the United States and the 5th largest company in Texas by total revenue. It is the 2nd largest non-oil company in Texas (behind AT&T) and the largest company in the Austin area.

Dell traces its origins to 1984, when Michael Dell created PCs Limited while a student at the University of Texas at Austin. The dorm-room headquartered company sold IBM PC-compatible computers built from stock components. Michael Dell started trading in the belief that by selling personal computer systems directly to customers, PCs Limited could better understand customers' needs and provide the most effective computing solutions to meet those needs. Michael Dell dropped out of school in order to focus full-time on his fledgling business, after getting about $300,000 in expansion-capital from his family.

Dell became the first company in the information technology industry  to establish a product-recycling goal (in 2004) and completed the implementation of its global consumer recycling-program in 2006. Dell routes technical support queries according to component-type and to the level of support purchased. Dell Inc. brands its service agreements  at five levels for their business customers
2.1 Strategic change management
Transforming the organization or department into a more creative and innovative one involves change. Therefore, consider implementing a change strategy specific to creating a culture for your organization or department that fosters innovation.

Our "Innovation Culture Initiative™" ("ICI™) is a change management process that prepares staff for the changes that will be necessary to create a culture of innovation in which all employees in the organization understand their role and responsibilities to generate ideas and to work together to bringing creative ideas to life

Corporate cultures differ greatly between organizations. No two organizational cultures are the same. Therefore, a process for innovation that works in one organization will not necessarily work in another one.
2.2 Need for change:
Change has been a feature of organisational life for as long as organisations have existed,

Change created a significant importance in the environment over the recent years.

Changes in external environment have brought about the need for organisations to adapt their internal attitudes, strategies, structures and operations to meet the demands of new external conditions. Hence, the study of internal changes has increased both in academic circles and in organisations themselves.
2.3 Resource implication
Resource is the main important aspects for an organisation, resources include financial and human resources, financial resources are mainly in terms of funding, human resources is mainly the man power they are the important asset for the organisation. These two are required for performing the functions of the organisation. Both functions are required for performing functions of registration of company auditors and post supervision and undertaking disciplinary function.
CURRENT POSITION
There are three main areas of expenditure at present:

(a) The processing of various documents lodged with the ASC, including applications for registration as auditors, triennial statements and documents notifying changes in the personal particulars of RCA’s and the conduct of hearing when required;

(b) The surveillance programs of the ASC and the quality review programs of the ICAA and the ASCPA; and

(c) Disciplinary matters dealt with by the professional accounting bodies, along with matters brought by the ASC
3.1 Stakeholders
Needs and Expectations of stakeholders

A stakeholder is defined as “a person, group or organization who has direct or indirect interest in an organization because it can affect or be affected by the organization's actions, objectives, and policies”.
 
A list of stakeholders
 
•           Employees
•           Communities
•           Shareholders
•           Investors
•           Government
•           Suppliers
•           Labour Unions
•           Government regulatory Agencies
•           Industry Trade Groups
•           Professional Associates
•           Prospective customers
•           Local communities
•           National Communities
•           Public (Community)
•           Competitors

All stakeholders are not equally important, depending upon the situation stakeholders are considered, first we need to understand who our stake holders are. Stakeholder management is to understand who our stakeholder are and how can we win their support. The next step is to plan and process of how to get the stakeholder support

Stakeholders needs to participate actively, if they understand the nature of the project they can contribute to support our project. Stakeholder needs to be prioritized.
3.2 & 3.3 Stakeholder Analysis
Every organisation has several projects and those projects cost more, larger, take longer time and involve much technological risk, risk to budgets and schedules

The start of the project we take many decisions that are not possible to reverse later, there should be a perfect theory of how to analyse stakeholders, but is there a theory to analyse stakeholders?

The way to start is to consider the entire system under development, the first stakeholder to be considered is the people in the organisation.

Understand and involve others in the process of change.

Explore the background to change affecting the current organisation 

Develop systems for understanding and involving others in the process of change

Plan to implement models for ensuring ongoing change

It helps whom to involve when designing a process of change

It helps to determine which way to include stakeholders

It allows organisation to find out whose information to be considered
Stages of stakeholder analysis
Identify stakeholders

Identify interest, values and concerns

Identify sources of stakeholder power

Identify what claims they might make on the organisation

Identify most important stakeholder in organisational perspective

Map the relationship between them

Identify the resultant strategies
Stakeholder mapping
It involves 2 axis and four quadrants

X-axis = Influence

Y-axis = Power (interest)
Managing resistance to change
Change creates a tremendous change in an organisation, change needs to be identified and sorted as soon as possible, because there will be many people in the organisation and outsider who resist to change and only few accept the change. Identify and manage resistance to change poorly then w can quickly change our program

People who are going to suffer because of the change will resist for the change with loud voice and often they object, some people resist as covert from underground masking their identification, four basic types of reaction to organization change
Enthusiasts
These change recipients are ok to the change idea. They may agree without whole hearted thinking that the change will be of benefit to the organization, or they may stand to receive some personal gain from the change, such as a guarantee of job security, more status or a higher salary. Enthusiasts will use opportunities to broadcast approval for the change and will try to convince others of its merits. They will also model the new behaviour early and will volunteer for membership of teams. These early adopters may also make good choices as trainers and coaches during the implementation process
Followers
Followers range from those that are generally compliant, wishing to take the path of least resistance, to those that are initially reticent to adapt, but eventually do so once they accept the inevitability of the change. These change recipients will do what is required, but no more.
Objectors
Objectors will display their resistance to change whenever the opportunity arises. They may disrupt meetings, not attend training, take unapproved leave and refuse to carry out instructions. Objectors will continue to use superseded systems and processes when others are taking up the new ways of doing things. They are not averse to arguing with managers and fellow workers and will try to convince others to continue with the old ways. In a unionized environment, resistance can take the form of strikes, lockouts, “work to rule”, legal challenges and boycotts.
Underground
Change recipients working for the underground have solid motivations for not making their resistance public. They may fear direct punishment, such as termination or fines, or more personal costs, such as ridicule or loss of status and authority. Managers who are against the change but need to be seen to be in support of it are prime candidates for promoting underground resistance. This style of resistance is, by its nature, always covert and can take many forms. Common among these are falsifying reports, inputting incorrect data, stealing, damaging infrastructure and equipment, using sarcasm, spreading rumours, excessive absences, shoddy work and “go slow”.

Those people who are against the change
STRATEGY

HOW TO HANDLE

Advantages

DISADVANTAGES
Education

When there are inaccurate information systems

Support and implement change

Time consuming

Participation + involvement

* Where the initiators have limited knowledge about change

* Where key players may resist change

speed up the change process

Implement the change

Time consuming(group situation)

Difference of opinion

Negotiation + agreement

Where one group may lose and resist

Can be a way of over coming a major change

Expensive

Manipulation + cooperation

Where other strategies prove to be costly

Quick

Could have future problems

Facilitation + support

#rd unknown person talking on behalf of both the parties

Best approach needed for adjustment

Could fail

Explicit/Implicit coercion

doing to do something by force

key player are powerful

quick/speedy process

quick

Overcomes all resistance

Risky
Task – 2

Models of strategic change
There are different levels of analysis in strategic change
The change map
Trends in strategic change at the organizational level
Change solutions
Programmatic approaches
The change process - Leadership and governance
Role of the board and top team
Culture structure and knowledge

Clear goals, measurement, feedback are involved and linking individual people with the directions of the organisation. Change management in an organisation is about to achieve a goal and may be people focussed including training, working with individuals and teams to get involved. Feedback and analysis measurement about achieving goal encourage participation are the roles of managers

Strategic approach within a particular organisation, which in broad terms involves three layers:

-Leaders having a vision and doing some strategic planning;

-Establishing a project management team for implementing change and then involving all relevant teams and individuals

-Processes for achieving a strategic approach include initially examining the overall context both within and external to the organisation, identifying all the stakeholders and considering the various perspectives.

A detailed organizational analysis examination of the particular organisation, its purpose and processes and achievements and the gaps is the next step. Designing a change including considering staffing needs, training, evaluation processes and involving others and getting their support and ideas is also involved, leading to implementation of the change. The final steps are about monitoring the change and collecting data about success and then building processes so that the change becomes sustainable.

Each and every strategy are applicable to different suitable situation, that depends on each and every strategy that is been applied in the organisation.
Strategic Intervention Techniques
To make a change and manage it is as vital as the change itself, many people defined the possibilities of employing techniques of organisation development to organisational changes,

Survey feedback

Process consultation among other team members

These steps are followed in real life organisation and adopting strategic intervention methods. The focus has been on discovering and refining the most effective strategies of change that are available to an interventionist in nearly any situation.

The workplace is one place where many of us experience conflict on a regular basis; while they may not be dramatic, knock-down drag-out battles, there are minor differences of opinion which can flare up and cause more serious problems from time to time. This constant low level of conflict in a workplace can be exhausting, not to mention counterproductive – but with the right set of skills, they can be overcome and a happier, healthier, more harmonious and above all, more productive workplace can be established.

The strategic Intervention Training Program is a course which teaches students how to work with others to directly and indirectly negotiate these workplace conflicts using effective communication skills and early intervention strategies. The program is aimed at not only imparting these skills to students, but to showing them how to coach others to implement the techniques to create a workplace which truly reaches peak performance.
Models for change
Today world is not tomorrow, it changes day by day. Moving from one phase to other and the only thing that does not change is “change itself”.

Three C’s are very important
Customer
Competition and
Change

Organisations are always looking for new business innovations to salvage their ailing enterprise.

This is a process of making the people who are involved in project implementation to execute the intended plans to action following the adopted model for change in the organisation. It is the means of translating the plans into real action following the requirement of a particular model of change

-Organisational development

-Kaizen theories

-Business process reengineering (BRP)

-De-layering and right sizing

-Push & pull strategies
Methods to measure monitor progress
There should be a convenient way to track down the progress over time. but also for promoting the organisation for future development and allocating aid more effectively. Globally accepted authoritative sources and estimation techniques indicator data collection and reporting methods

Measuring progress; acknowledging data and monitoring system issues.

No attempt is made to reconcile these issues, rather, acknowledgement and understanding of these concerns may aid in clarifying interpretation of organisation progress.

Thank you

Link:

http://www.google.co.uk/images?hl=en&xhr=t&q=models+of+strategic+change&cp=14&biw=1639&bih=800&um=1&ie=UTF-8&source=og&sa=N&tab=wi
