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LEWIN’S CHANGE MANAGEMENT MODEL
MCKINSEY 7 S MODEL
KOTTER’S CHANGE MANAGEMENT THEORY
NUDGE THEORY
ADKAR MODEL
BRIDGES’ TRANSITION MODEL
KÜBLER-ROSS SEVEN STAGES MODEL
DEMING CYCLE (PDCA)

COPYRIGHT DISCLAIMER:
All product and company names are trademarks™ or registered® trademarks of the
holders and registered in their respective countries. Use of them does not imply any
affiliation with or endorsement by them.
Some references may appear on this website or product descriptions to trademarks
belonging to others not affiliated with VSLS (PTY) LTD. (or Affiliate), including
references which may not display the ® symbol. All references to other trademarks
belonging to third parties or referring to branded instruments, that appear on this
website, shall be understood to refer to those registered trademarks owned by
others, and not to any trademark belonging to VSLS.
"If protection of intellectual property begins to disappear, creative companies will
disappear or never get started. But there is a simpler reason: It's wrong to steal. It
hurts other people. And it hurts your own character. ” STEVE JOBS

CHANGE APPROACH

ENABLEMENT

WORKFORCE

DESIGN ENHANCE
o Use data to direct the change effort
o Define change campaign using local business insight
o Personalise the change experience for the individual
stakeholders

CREATE PURPOSE
o Visualise the business future
o Design the scope for leader-led change
o Energise and engage communities

CHANGE
ENABLEMENT
MEASUREMENT CENTERED

DEVELOP CAPABILITY
o Close the loop on future skillsets
o Ignite business networks to drive a cadence
o In change curve to acceptance
o Make behaviours everyday habits

o Bring people on the journey to their new
business world
o Support at all level to enable
o Recognise success and evolve
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LEWIN’S CHANGE MANAGEMENT MODEL

Lewin’s Change Management Model is one of the most popular and effective models that make it possible for us to understand
organisational and structured change. This model was designed and created by Kurt Lewin in the 1950s, and it still holds valid today. Lewin
was a physicist and social scientist who explained the structured or organisational change through the changing states of a block of ice. His
model consists of three main stages which are: unfreeze, change and refreeze.
SOURCE (KURT LEWIN INSTITUTE)
https://www.kurtlewininstitute.nl
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McKINSEY’S 7 S MODEL

McKinsey 7 S framework or model is one of those few models that have managed to persist even when others
came in and went out of trend. It was developed by consultants working for McKinsey & Company in the 1980s
and features seven steps or stages for managing change. This applies across the three functional areas within an
organisation including people, process and technology.
SOURCE (McKINSEY)
https://www.mckinsey.com/business-functions/strategy-and-corporate-finance/our-insights/enduring-ideas-the-7-s-framework

KOTTER’S CHANGE MANAGEMENT THEORY
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Kotter’s change management theory is one of the most popular and adopted ones in the world. This theory was devised
by John P. Kotter, who is a Harvard Business School Professor and author of several books based on change
management. His change management theory is divided into eight stages where each one of them focuses on a key
principle that is associated with the response of people to change.
SOURCE (KOTTER INTERNATIONAL)
https://www.kotterinc.com/research-and-perspectives/

There are many unhelpful ‘nudges’
around which can either be deliberate
or may just be accidental.

Focus on the design of choices which
is responsible for directing our
preferences and influencing the
choices that we make.

Choices must be designed in such a
way that it can be aligned with the way
people think and decide.

This theory eliminates traditional
change methods like punishment
enforcement and direct
instructions.
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IT MINIMISES RESISTANCE FROM EMPLOYEES OF
A COMPANY AND IS VERY WELL APPLIED IN
SEVERAL INDUSTRIES.
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NUDGE THEORY

Nudge Theory or Nudge is a concept that finds use in behavioural science, economics, and political theory but can be applied to
change management in organisations and businesses as well. This theory is mainly credited to Cass R. Sunstein and Richard H.
Thaler. Nudging someone or encouraging and inspiring them to change is the basic essence of this theory. Nudge theory is not
only helpful in exploring and understanding existing influences but also explaining them to either eliminate them or change
them to an extent where positives may begin to be derived.
SOURCE (EU SCIENCE HUB)
https://ec.europa.eu/jrc/en/research/crosscutting-activities/behavioural-insights

to bring about change and
be a participant in it
of how to bring about
this change
to incorporate the change on
a regular basis
to keep it implemented and
reinforced later on as well
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of the need and
requirement for change
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ADKAR MODEL

ADKAR model or theory of change is a goal-oriented tool or model which makes it possible for the various change
management teams to focus on those steps or activities that are directly related to the goals it wants to reach.

SOURCE (PROSCI)
https://www.prosci.com/adkar/adkar-model

THE NEUTRAL
ZONE
ENDING, LOSING,
AND LETTING GO

Beginning to build the skills needed to
reach the new goals and start to
experience benefits of the change.

This is the stage of uncertainty, impatience, and
confusion and transitions to innovation, renewal
and a burst of creativity.

One has to realize that he/she is
coming near to a certain end so as to
accept new beginnings.

BEST
PRACTICE

THE NEW
BEGINNING

INDUSTRY

ENABLEMENT

WORKFORCE

BRIDGES’ TRANSITION MODEL

The speciality of this model or theory is that it concentrates and focusses upon transition and not change as such. Where transition, on the one
hand is internal, change on the other is something that happens to people, even when they don’t realize it. Transition is something that happens
to people when they are going through the change. Change can be instant; transition may take time.

SOURCE (WILLIAM BRIDGES ASSOCIATES)
https://wmbridges.com/about/what-is-transition/
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KÜBLER-ROSS’ SEVEN STAGES A MODEL

Model for navigating the transitions between when a change is initiated to reaching the organisation’s overall goal. Use Kubler-Ross’
research to understand how people navigate change. Building structures to help people move through change quickens the adaptation
process as many people experience feelings of loss during the change.

SOURCE (EKR FOUNDATION)
https://www.ekrfoundation.org
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DEMING PROCESS CYCLE

The Deming Cycle, also known as the Plan-Do-Check-Act cycle, is a methodology for process improvement. The PDCA cycle is divided into 4
phases that help you analyse & improve a single process to perfection. This model isn’t a one-time initiative, however. It’s more of a loop
which you keep re-using for a single process until it’s performing as well as it could be.

SOURCE (EDWARD DEMING INSTITUTE)
https://deming.org

LEADERSHIP

CHRISTO SMIT

GINO SMITH

NADIA LEONARD

DAVID O’DONNELL

Christo is an experienced business leader with
a stellar track record as a turnaround
specialist in the digital agency space. His
focus is solely on business strategy &
planning, new media applications for digital
transformation and learning & development.

Gino has +14 years’ experience as a talent
and organisation HR professional. Gino
believes that sustainable success is enabled
when the workforce is planned and mitigated
for – better equipping organisations and
projects to realise planned benefits and ROI.

Nadia is a seasoned management consultant
with extensive experience in the digital
transformation space. With local and
international experience, Nadia leads the
VSLS Learning Solutions team that specialises
in learning advisory, content experience
design and technology implementations.

David is a communications and digital media
specialist with over 15 years’ experience in the
multimedia industry. He has over 100 projects
under his belt in the industrial sector including
process illustrations, tender clarifications and
learning applications.

BUSINESS ADMINISTRATOR

WORKFORCE ENABLEMENT

LEARNING SOLUTIONS

BRAND COMMUNICATIONS

STRATEGIC PARTNERS
THANDO DINGAAN

JASON CAPE | ORYX CAPITAL

SAJEED SACRANIE | ALKEMI

DANIEL SWART | CAPITAL CHANGE

The ex-CEO of DWF collective and Mother Russia has an incredible passion for learning and
development of blue-collar workers throughout South Africa. As part of the CLoX initiative, Thando
offers strategic and operational insight throughout the rollout strategy.

Creating value through strategic alliances; the aim being to “grow the pie” by crafting new
opportunities. This is done by leveraging assets (brands, networks and infrastructure) and structuring
transactions that align interests and generate mutual and accretive value.

Ex-Bain & RMB consultant with a vast network and experience in the financial services industry.
Jason’s involvement offers unparalleled financial modelling experience to offer ROI and viability
assessments on both projects and VSLS expansion initiatives.

An experienced management consultant with primary focus on oil and gas within the South African
consulting sphere. His understanding of the underlying business metrics offer end-to-end execution
capability in the Human Capital space.

CONFIDENTIALITY NOTICE:
Confidentiality information means all proprietary and confidential of the Parties and those of their customers, clients or suppliers whether commercial, financial, technical or otherwise
(whether oral, in writing, machine-readable or in any other form) and material (whether electronically recorded, in writing or otherwise), which by its very nature should obviously be
treated as secret and confidential and which the Parties desire to protect against unrestricted disclosure or competitive use or which is designated as such, including without limitation:
o
o
o
o

Information relating directly or indirectly to each Party’s business, not limited to details of trade secrets, know-how, strategies, ideas, operations, compliance information,
processes, methodologies and practises; and
Information relating directly or indirectly to plans, intentions, know-how, market opportunities and business affairs or those of its suppliers, customers (including potential
customers) and clients; and
Works of authorship, products and materials written and prepared by the Parties in relation to this agreement, including but not limited to computer programmes, data,
diagrams, charts, reports, specifications, sketches, inventions and working papers of similar materials of whatever nature or on whatever media relating thereto; and
Information resulting directly or indirectly from the discussion or negotiations relating to this agreement and all copies, notes, records and all related information based on
or arising from any disclosures from this agreement; and the terms of any agreement reached by the Parties or proposed by either Party (whether agreed or not) in
connection with this agreement.

