
 
 
Vision and Change Management   
 
A model of Change Management that incorporates the use of ‘vision’, as a 
fundamental aspect of a ‘hearts and mind’ approach, has been developed by 
Thousand and Villa (2001). This model can be considered to be a simplification of 
Kotter’s Change Model which can be explored further through Alan Chapman’s 
Businessballs website. 

Thousand and Villa’s 
model highlights four key 
factors that together will 
facilitate change 
management. Failure to 
adequately address any 
one of these factors 
(illustrated as a ‘?’) will 
undermine success in a 
characteristic way 
(‘Results in’). You will 
see that vision is the 
second factor in this 
model; the first factor, 
pressure for change, is 
addressed in the policy 

and drivers section of the on-line resource. The other two factors, capacity and 
action are addressed 
in the strategy section 
of the on-line 
resource. 

The principles of 

Change Management 

and the use of ‘vision’ 

as a driver for change 

are well grounded in 

psychological 

theories of motivation 

such as Vroom’s 

Expectancy Theory of 

Motivation.  

 

http://www.businessballs.com/changemanagement.htm
https://leadinggcseenglishandmaths.wordpress.com/about/
https://leadinggcseenglishandmaths.wordpress.com/about/
https://leadinggcseenglishandmaths.wordpress.com/strategy/
http://www.leadership-central.com/expectancy-theory-of-motivation.html#axzz3VOKEQdd9
http://www.leadership-central.com/expectancy-theory-of-motivation.html#axzz3VOKEQdd9
http://www.leadership-central.com/expectancy-theory-of-motivation.html#axzz3VOKEQdd9


 

The questions, below, correlate with the Thousand and Villa model of Change 
Management and also with Vroom’s Expectancy Theory of motivation. 

 

People will align behind a 
‘vision’, when they: 

 

appreciate the value of its 
aspirations; 

(see Vision and Values) 

Q: What is the value of GCSE English and 
maths – 

 for the learner’s economic and social 
well-being? 

 for the learner’s family (now and trans-
generationally)? 

 employers? 

 the learners community? 

 the teaching staff? 

Q: How will this be clearly articulated to staff 
and learners? 

believe that the need for 
change is evidence-based or 
‘demonstrably true’; 

(see Policy and Drivers) 

 

Q: How well are the policy drivers known and 
understood by all key stakeholders? 

Q: Are there convincing moral arguments? 

believe that the direction of 
travel is likely to get them 
there; 

(see Strategy) 

Q: What is the development plan staff and how 
well is this understood? 

Q: What are the ‘actionable first steps’? 

Q: What are the likely learner pathways and 
how will these be explained to learners? 

believe that they have the 
capacity to make that 
journey. 

(see Resources and Links) 

 

Q: What support is available to both staff and 
learners (note self-confidence and esteem as 
well as subject skills)? 

 

 

 

http://gcseleadership.com/overview/
http://gcseleadership.com/about/
http://gcseleadership.com/strategy/
http://gcseleadership.com/resources-and-links/


Managing Change: Case Study  
 

The following two tables contain some examples of real feedback from a senior leadership team of a FE College on the experience 

of strategic implementation of the GCSE English and maths agenda. This feedback has been structured according to the Thousand 

and Villa model of change management. The first table provides a critical reflection on what did not work so well in 2014.The 

second table gives us the benefit of the college's experience in suggesting ways in which the implementation might have been 

better managed. 

Things that proved to be problematic in making the necessary changes.  

INSUFFICIENT PRESSURE 
LACK OF CLEAR VISION INSUFFICIENT CAPACITY GAPS IN  ACTION PLANNING 

 Inconsistent  completion of 
initial assessment at 
interview. 
 

 Inconsistent IAG and follow-
up relating to maths and 
English resulted in poor 
attendance. 
 

 Lack of Cross College planning 
resulted in much of what 
happened was not captured by 
robust reporting mechanisms.  

 Ineffective filtering of 
communication, policy and 
checking the instructions from 
managers down to their teams 
were clear and being 
implemented 
 

 Implementation team too small – this 
meant initially the team overwhelmed 
with operational issues relating to 
timetables, enrolment to classes and 
attendance. This had a negative 
impact on teaching, learning and 
assessment and the planned support 
for new and inexperienced tutors. 
Some tutors lost motivation, staff 
absence increased and some staff 
left. 
 

 Lack of suitably trained and qualified 
tutors. This lead to costly supply 
staff, often of poor quality, which in 
turn led to student dissatisfaction and 
poor attendance. 

 

 Timetable clashes and insufficient 
English and maths classes as the 
main curriculum staff did not 
effectively use footprint to time table 
study programmes. 

 Reports produced to timetable 
students to maths and English 
classes were incomplete – 
students without an initial 
assessment or an allocated 
group for main programme were 
initially omitted  

 

 Inconsistent enrolment 
procedures for Study 
Programmes 

 
 

 



Managing Change: Case Study  
 
 

 

Things that would have enhanced the implementation of the necessary changes 

SUFFICIENT PRESSURE CLEAR VISION SUFFICIENT CAPACITY EFFECTIVE  ACTION PLANNING 

 Robust, timely mechanisms to 
highlight issues and non-
compliance 

 

 Effective and regular positive 
communication to all staff in the 
organisation. 

 

 An effective vision, led from the 
top recognising the size of the 
task involved and allocating the 
necessary resource to complete 
it. Getting all staff to buy in is 
crucial in order to avoid these 
issues. 

 Recognition of the size of the 
task, the responsibility of a wide 
range of people and the need to 
implement a whole organisation 
approach with a full team 
informing the process from each 
sector of the organisation. 

 

 Sufficient resource and any staff 
development needed to plan, 
implement and monitor the 
project until such time as it 
becomes an integral part of the 
day to day operations of the 
institution. 

 

 Timely measures to address 
non-compliance. 

 

 


