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Abstract

A six stage programme to promote readiness for change has been designed and
implemented in an academic (engineering) department of a university.  A survey has
been developed to measure readiness for change.  The survey has been used through the
programme to benchmark attitudinal change.  Various survey delivery methods have
been explored, and a web based version concluded to have greatest potential.  A
comparison of the results against qualitative data collected from focus groups, shows
close agreement.  The survey has also been run at another university to validate its
effectiveness.  The results from this give confidence in its operation.

The programme ran against a backdrop of great uncertainty and resistance to change.
Details of the change programme are given, including recommendations for developing
and running change programmes.  The final survey result showed that the process had
been a great success at promoting readiness to change.  The department’s manager has
been very satisfied with the real, tangible outcomes from the process.
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