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Management

Ever since the American Harvard professor, John P. Kotter in his book, Leading 
Change (Kotter, 1996), published his eight-point method of change, the world 
has had a de-facto standard. In countless books, Kotter’s Method has been con-
tinued, and almost everyone who has worked with change knows it. Below is 
the method presented in headlines:

KOTTER’S TERMS EXPLANATION

1 Establishing a Sense of 
Urgency

Create a sense of necessity to complete the change:  
”We have no choice: we MUST do it”. (The Burning plat-
form).

2 Forming a Powerful  
Guiding Coalition

Put together a group that can complete the change  
– establish a change project.

3 Creating a Vision Create a vision.
We need to know where to go.

4 Communicating a Vision Communicate the vision.

5 Empowering Others to Act 
on the Vision

Complete the changes and remove the obstacles. The 
worst are senior managers who – somewhat in hiding – 
are working against the changes.

6 Planning for and Creating 
Short-Term Wins

Plan so that there are also small successes that can be 
celebrated – and motivate.

7 Consolidating Improve-
ments and Producing Still 
More Change

Don’t celebrate the victory too soon. Keep at it for a little 
longer!

8 Institutionalizing New  
Approaches

Make sure to incorporate the changes in the company’s 
culture. When the change project is dissolved, the chang-
es must last.

Despite the widespread use of Kotter’s plan for a change strategy, there is also 
a lot to criticise:

The weak point in Kotter’s eight-point plan is point 2: Put together a group 
that can implement the change. Kotter says: Forming a Powerful Guiding Coali-
tion. Now, that’s easier said than done! Kotter goes into considerable detail on 
the other seven points, but here he is very concise. It is a huge task that most 
people will break their backs doing if they do not get help. Here, the stakeholder 
analysis, which we reviewed in Chapter 10, on the organization’s strategy, can 
be a useful tool.

In the newer book, A sense of urgency (Kotter, 2008), Kotter warns sharply 
against complacency or gloating, as it is commonly referred to. Too many man-
agers discover too late that something must be done. See also chapter 10 on 
the organization’s strategy, the strategic analysis section, where we addressed 
this issue.

FIGURE 11.23 Kotter’s 
eight-point change 
method.
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