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Topics and course structure

Developing advanced knowledge and skills in the change management field is crucial. Factors such as
technological advances, digitalization, geo-political changes, increasing competitive pressures, the development of
new organizational forms, Merger & Acquisition initiatives, regulatory reforms and globalization are creating - at the
same time- opportunities and threats that organizations need to address, if they are to survive and succeed.

The importance of change management implies that not only managers have to be competent at identifying the
need for change and managing it. All organizational levels - even if with different roles and responsibilities - have to
deal with the high degree of complexity imposed by each change management initiative. In other words, managers,
professionals and employee have to be able to act in ways that will secure change, accepting that there is no single
formula that can be applied to all organizations, at all times.

Organizational Change Management requires change agents to coherently manage the various dimensions on the
organizational functioning, integrating knowledge and skill that are developed in other courses, such as
Organization Design, Strategic Management, Human Resource Management, Operation Management, T&D
Strategies and others. This is why this module is placed in an advanced position within the whole academic
programme. Consequently, studying change management will provide you with an opportunity to reflect on what
you have learned from other courses (and from your experience, if this is the case).

The course analyses the meanings, issues, logic and dynamics involved in a process of organisational change with
the aim of enabling students

a) to perceive, measure and interact consciously with the complexity and multidimensionality that characterise
organisational change,

b) to understand the specificities of different organisational contexts and - based on this knowledge - establish the
meanings and directions of necessary change, and



c) to develop the skills to perform the leadership and managerial functions necessary to conceive, design and
facilitate its full and effective implementation.

Through the critical examination of theories, models and methodologies, the analysis and discussion of case
studies of organisational change, a structured simulation and testimonials from experts, the course will focus on the
many dimensions (cultural, organisational, individual, group and technological) involved in a process of
organisational change, on the technical challenges and on the complex interactions between these dimensions. In
particular, the course develops the following topics:

¢ Perspectives and interpretations of organisational change.

¢ Recognising the need for change.

¢ Diagnosing the change needed.

¢ Power, the political dimension of change and stakeholder management.
¢ The role of leadership in change management.

¢ Change and communication strategies.

¢ Motivation for change between cognition, emotions and behaviour.

¢ The impact of change on people.

¢ Resistance to change.

¢ Consolidating change.

All these subjects are analysed along the following lines, which form the backbone of the entire course:

¢ The role of ambiguity and uncertainty in organisational change.

¢ Organisational change between planning and governance of emerging dimensions.

¢ The digital transition and the development of Al from the perspective of organisational change.

¢ Approaches to organisational redesign for managing tensions, dilemmas and paradoxes that arise during
organisational change.

Objectives

The course aims to explore the theories, models and practices related to organisational change, providing a series
of opportunities to apply the knowledge and models of analysis and intervention learned during the theoretical
lessons. It is designed to help you to:

¢ recognize different implications arising from internally planned changes and from externally imposed
changes;

¢ develop and enhance your investigative and diagnostic skills, so that you will be effective in assessing what
is going on in organizations and what change is necessary;

¢ improve your awareness of all the issues related to each specific change initiative;

e improve your awareness of how people can facilitate or resist change, and consequently your skills in
promoting initiatives for sustain motivation to change;

¢ develop your competence in planning change, on the basis of the diagnosis carried out;

e more in general, extend your ability to manage the technical side and the human side together entailed in
each organizational change initiative.

In particular, the learning outcomes promoted by the course are outlined below.
Knowledge and skills
¢ The different types, meanings and perspectives of organisational change.

e The events, dynamics and issues that typically arise in the development of an organisational change
process.



e The visible and hidden forces that influence the behaviour of individuals and groups during an
organisational change initiative.

¢ The sensitivities and skills that need to be deployed by both “change agents” (with particular reference to
managers, human resource managers, consultants and trainers) and “recipients” for effective
organisational change management.

e Theoretical models, tools and methods for understanding, analysing, planning and effectively managing
organisational change.

Application of knowledge and understanding

¢ To recognise the different implications associated with different types of change (from those promoted by
internal factors to those induced by external factors, from those imposed to those participated in, from those
caused by crises to those anticipated, etc.).

e To set up and conduct organisational analysis and diagnosis initiatives aimed at gathering useful
information for understanding the organisational dynamics at work and what change needs to be
implemented.

¢ To recognise and assess the challenges associated with each specific change initiative.

e To define initiatives useful for promoting and sustaining motivation for change or the development of
attitudes favourable to it;

¢ To develop a change plan based on accurate organisational analysis and diagnosis;

e To manage in a coherent and integrated manner both the technical and social aspects involved in any
organisational change initiative.

Autonomy of judgement

e To exercise critical thinking with regard to organisational models and managerial choices, whether
dominant, emerging or in the process of becoming established.

¢ To independently assess the human, social and ethical implications of strategic, managerial and operational
decisions.

¢ To develop and propose original solutions in response to organisational problems, even complex ones,
while respecting both organisational needs and people's well-being.

¢ To reflect on the evolution of one's professional profile within organisations and one's own characteristics.

e To act reflectively on one's professional actions and value experience and mistakes as opportunities for
continuous self-development.

Communication skills

¢ To adapt their communication initiatives to different contexts and organisational sub-environments and to
different professional figures, in order to ensure maximum effectiveness and clarity.

e To adopt the linguistic registers most consistent with the characteristics of the interlocutors (peers,
managers, collaborators, stakeholders, experts outside the organisation).

¢ To listen actively, be oriented towards cooperation and integrative negotiation.

Learning skills

¢ To develop personal methods of reflective learning geared towards continuous improvement.
¢ To enhance self-training and professional development skills.

¢ To identify and exploit learning opportunities within work experiences and group processes.
e To promote and actively participate in shared organisational learning practices.

With regard to the key skills that characterise the profile of experts in training and human resource management,
the course contributes in particular to the development of the following:

¢ Techniques for building positive training relationships and supporting staff development in organisations;
¢ Theoretical models, tools and methods of organisational analysis;



¢ Theoretical models, tools and methods of organisational change management;
e Cross-cutting skills, which are essential for working in dynamic, cross-functional and increasingly
international contexts.

Methodologies

The course is mainly based on experiential learning methods, enriched and consolidated by theoretical learning
sessions and reflective learning sessions, all carried out in person. This choice is motivated by the aim of the
course, which is to promote the development of a solid and advanced theoretical, methodological and practical
preparation necessary to

e interpret, analyse and critically discuss theories, models and epistemological perspectives in relation to the
various dimensions that characterise organisational change;

e conceive, design and manage organisational change programmes of any degree of complexity with
professional awareness, method and rigour.

This involves promoting and supporting the development and consolidation not only of knowledge but also of skills
- both disciplinary and cross-disciplinary - related to the professional role referred to in the course.

Therefore, the course is divided into:

10 lessons (53% of the course) consisting of 70% teaching and 30% interactive teaching.
The lecture component aims to share, in the form of lectures given by the teacher, theoretical and methodological
frameworks, the state of the art of scientific research and applied management practices.

The interactive component takes the form of plenary discussions (often supported by instant polls, brainwriting
techniques, cloudword generation, image metaphors, etc. using interactive digital tools) of scientific or current
affairs articles, videos and podcasts, with the teacher acting as facilitator. It can fulfil three functions:

a) when placed at the beginning of the lesson, it serves to present, through micro-incidents, issues and
contingencies on which the class is encouraged to collectively formulate and discuss interpretative hypotheses,
possible courses of action and expected consequences;

b) when placed in the middle of the lesson, it serves to explore and discuss the theoretical and methodological
issues presented (with the help of video talks by experts and scientific articles made available in the weeks prior to
the lesson);

c) when placed at the end of the lesson, it serves to reflectively rework the experience carried out at the beginning
of the lesson, dialoguing with the theoretical and methodological framework.

6 lessons (32% of the course) consisting of 30% teaching and 70% interactive learning.

The interactive component, which is prevalent in these lessons, involves role-playing or the analysis of complex
business cases, first in small groups (4-6 members) and then in plenary sessions. The experience is carried out
with the support of digital tools for collaborative work (shared concept maps, shared Kanban frameworks,
SCAMPER templates, etc.), which facilitate the production of analytical output generated by the classroom without
any direct intervention by the teacher. The same output is then refined, again in the classroom, during the plenary
analysis in light of the discussion in which the teacher plays the role of challenging agent.

The interactive component of these lessons may also include testimonials from business experts on the topic of
organisational change.

The delivery component fulfils two functions:

a) at the beginning of the lesson, it serves to recall or introduce theoretical and/or methodological elements and
guidelines useful for role-playing or business case analysis;

b) at the end of the lesson, it serves to recall the associations between the theoretical and methodological
elements and the aspects that emerged from the role-playing experience or business case analysis.



3 lessons (16% of the course) consisting entirely of interactive teaching.

These lessons, which take place at an advanced stage of the course, are based entirely on activities supervised by
the teacher. They are designed to promote a direct, active and participatory relationship with both disciplinary
knowledge and skills (setting up an organisational diagnosis, analysing quantitative and qualitative data,
summarising, planning, monitoring, feedback, reviewing the intervention, etc.) and transversal skills (teamwork,
including virtual teamwork, conflict management, negotiation with multiple actors, problem setting and analysis,
interpersonal and institutional communication). The classroom, divided into work teams (4-6 members), is
challenged with a two-phase organisational change simulation, with an output at the end of each phase. Each team
receives personalised feedback at the end of each phase. In addition, the entire experience, which involves
students for approximately two weeks, is evaluated in a reflective analysis carried out in a plenary session
facilitated by the teacher.

Of the total 56 hours of teaching, 45% is delivered through traditional teaching methods (DE) and 55% through
interactive teaching methods (DI). There are no exclusively lecture-based teaching activities. Lessons are held in
Italian.

Accessibility to the course is facilitated by making digital teaching resources available to all students enrolled in the
Moodle teaching environment through the e-learning platform. By contacting the teacher, targeted support can be
provided for non-attending students and/or those with specific needs.

Online and offline teaching materials
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Assessment methods

English speakers: it is required to carry out an oral examination.

The examination will assess the following subjects:

knowledge of the content (concepts, theories and models) covered and their interactions,

the ability to critically rework both the teaching materials provided and (in the case of option 2) the scientific
articles chosen,

the ability to translate theoretical and methodological elements into design and application solutions,

the ability to apply constructs, theories and models when designing change management initiatives

formal disciplinary correctness, including the correct use of specific terminology.

Assessment will be carried out in accordance with the following level bands and in relation to the Dublin Descriptors
listed in the ‘OBJECTIVES’ section above:

Not sufficient (0-17/30)



e Knowledge and understanding: superficial or confused understanding of the course topics. Lack of
references to case studies and other teaching resources or inability to relate them to theoretical models.

¢ Application: poor ability to transfer knowledge to concrete organisational situations; descriptive and generic
approach, lacking managerial or planning awareness.

¢ Autonomy and critical thinking: no personal elaboration; inability to recognise tensions and/or issues related
to the governance of an organisational change programme.

¢ Communication: approximate, imprecise language. Confused and unstructured presentation. Inappropriate
use of organisational terminology.

e Learning: lack of reflection on one's own role. Lack of awareness of the relational and organisational
processes studied.

Satisfactory (18-23/30)

e Knowledge and understanding: general knowledge of the content, but with gaps or simplifications.
Recognition of the main models and dimensions underlying organisational change, but difficulty in
examining and discussing the details.

¢ Application: substantial adherence to what was proposed in the teaching without personal elaboration.
Ability to link course concepts only to known or previously discussed examples and at a general level, with
significant difficulty in proposing original analyses based on personal reflection and reworking.

e Autonomy and critical thinking: limited or partial personal elaboration of the content and perspectives
proposed in the teaching programme.

e Communication: overall clear and coherent presentation, but with language and structure substantially in
line with what was proposed in the teaching resources.

¢ Learning: sufficient ability to connect the course content to one's own experience or real contexts. Timid
awareness of the professional dimension inherent in the management of organisational change
programmes.

Adequate (24-27/30)

¢ Knowledge and understanding: confident knowledge of the content, with sporadic gaps or simplifications.
Recognition of the main models and dimensions underlying organisational change, examined in detail with
limited and localised inaccuracies.

e Application: personal elaborations on what was proposed in the course, but not fully developed. Ability to
connect course concepts in depth to known or previously discussed examples, but only partial ability to
propose original analyses of unknown examples and/or examples derived from personal reflections and
reworkings of the teaching resources provided.

e Autonomy and critical thinking: fair or good ability to personally process the content and perspectives
proposed in the teaching programme.

e Communication: overall clear and coherent presentation, the result of personal processing that
demonstrates both a broad understanding of the topics and connections between the dimensions of
organisational change discussed in class, and a personal analysis of the resources proposed.

¢ Learning: fair or good ability to connect the course content to one's own experience or real-life contexts.
Initial awareness of the professional dimension inherent in the management of organisational change
programmes.

Excellent (28-30 with honours/30)

¢ Knowledge and understanding: full, articulate and in-depth mastery of the topics covered. Ability to link
theoretical models, tools and methods for understanding, analysing, planning and effectively managing
organisational change in all its constituent dimensions and in their relationships. Ability to discuss and
reason about the complexity of organisational change with ease, confidence and competence.

¢ Application: autonomy in the analysis of concrete cases and a proactive attitude. Relevant use of theoretical
models to contemporary organisational scenarios. Ability to analyse cases and situations, even unfamiliar
ones, methodically setting out a course of analysis even in hypothetical and scenario-based conditions.

e Autonomy and critical thinking: independent and original interpretation of organisational dynamics,



contextual factors and contingencies. Critical thinking and ability to reflect on emerging tensions and
paradoxes. Ability to position oneself with respect to alternative perspectives, arguing the reasons for doing
so.

e Communication: fluent, precise language appropriate to the discipline. Well-organised, non-redundant
presentation, with rigorous awareness of the context, theoretical constructs and the relationships between
them.

e Learning: advanced ability to connect course content to one's own experience or real-life contexts. Full
awareness of one's own educational path. Ability to view the organisation as a space for negotiating
perspectives, perceptions and meanings, as well as for individual and collective learning. Non-superficial
reflection on one's future role within organisations, particularly in the role of change agent.

Office hours
Office hours only by appointment, which you can book independently.
To book, simply follow the instructions on the page https://www.unimib.it/cristiano-ghiringhelli and choose your

preferred time slot from those available. It is recommended joining the group indicated on the same page to receive
notifications about new spaces becoming available for booking.

Programme validity

Two academic years.

Course tutors and assistants
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