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need for change is acknowledged and owned the individuals
begin to explore what changes are required, how they can be
done, where they are needed, at what cost and at what cost to
whom (Helping it happen). Finally it is necessary to change the
normative behaviour of the organisation and there is a need for a
reinforcement or sustaining of the change. At this stage the
integration of the incremental changes into the habitual patterns
of behaviour and into the policies and procedures is necessary
(Making it happen).

Members of an organisation can be at different stages of the
change process at the same time. Change is led by a key
individual or individuals. These people move through the
change process first, bringing team members, departments and
finally, the whole organisation with them. There may be
individuals who resist the change completely and never move
from the denying stage. From this author's experience, if these
people are isolated, i.e. the vast majority of the company are
moving with and embracing the change, they will feel a different
type of disconfirmation. They will feel that they no longer fit into
the culture of their organisation and on account of this will more
than likely resign or retire.

According to Beckhard there are two aspects to managing the
transition stage in the change process. (Beckhard, R. & Harris, R.,
1987) These are: the need to identify the relevant tasks and
activities to bring about change and to set up the structures and
mechanisms necessary to accomplish those tasks. In order for
an organisation to be able to cope with the consistently changing
environment it is necessary to foster a culture of innovation and
continuous improvement

THE LEARNING ORGANISATION

Systemic organisational change, where a company attempts to
adapt to its changing environment, requires a realignment of the
company members to the changing or changed organisation.
Adaptive coping is one element of this process. The second is
the learning that allows continuous generation of ideas and
creativity to take place.

‘Organizational learning is the process of gaining knowledge
and developing skills which empower us to understand, and thus
to act effectively within, social institutions such as businesses,
government departments, schools, or charities... A learning
organization builds collaborative relationships in order to draw
strength from the diverse knowledge, experience, capabilities,

and ways of doing things that people and communities have and
use.' (Addleson)

'McGill et al. (1992) do not distinguish between Learning
Organization and Organizational Learning. They define
Organizational Learning as the ability of an organization to gain
insight and understanding from experience through
experimentation, observation, analysis, and a willingness to
examine both successes and failures.' (Malhotra, 1996)

According to Senge (1990) there are five disciplines required
for organisational learning — personal mastery, mental models,
shared vision, team learning and systems thinking. Personal
mastery is based in the individual and is about the individual's
personal development in conjunction with the organisation's
goals. Mental models involve the acknowledgement of theories
and cultural assumptions in use thus helping the understanding
of the task and relationship structure of the company. A shared
vision is necessary to enable the creation of a bond between the
individual and the organisation, the building of functional teams,
the co-ordination of the teams and the development of a
strategic position for the company. Team learning is concerned
with the development of teams and the departments that they
work in. Systems thinking is concerned with the fact that all
levels of an organisation are interrelated and all stages of the
supply chain are interdependent and affect each other in a non-
linear manner. It is this interrelationship and interdependence
that is highlighted in the change process.

CONCLUSION

For any supply chain change process to be successful the
people dimension needs to be an integral part of the overall
supply chain strategy. The classical functions of human resource
management (e.g. recruitment, training and development,
communication and teambuilding) must be addressed at all
stages of the change process with proper attention to detail.
Unfortunately, the concept of employee involvement and other
people-related issues have fallen into the 'lip-service' trap in
many companies — if companies talk about them for long enough
they begin to believe that they are really doing it. For example, a
company might state as part of its overall policy or strategy that
'people are the most important asset' but the reality may not
reflect this statement. It is time to move away from the outdated
approach which is based on the concept of people as an
‘enabling resource' in the same way as, for example, IT might be
considered. Successful implementation of the supply chain
management philosophy outlined earlier in this article requires
an approach which genuinely recognises the centrality and
criticality of the people dimension.
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