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Abstract: This paper proposes some elements showing tinatthis PhD work, we investigate the role of actas
project is an appropriate way to manage organizatichange, member of project team or user of project solutionthis
and that an individual change occurs during theses@s. We view, organization's members can be producing graioted
suggest that project team should manage individnahge in by change.

the framework of project for three main reasonsstfFbeing at

the crossroad of strategic and operational leyetgect team is 2- Project and organizational change

in the right position in organisation to “translate. Actual
organizational change to individuals, and vice-aeiSecond
each change being unique, organisational actorngilg to
project team have the greatest knowledge of b
organizational and individual aspects of change.irdTh
resistance to change being a threat to project sg
achievement, individual change management coulgelea as
a way to secure project success.

Key words: Organizational change, individual change,
project team, change management, complex orgamizati

project  management implies  managing

'organizational change, and learning from this

rocessTHML1]. Indeed, projects are supposed to brealaup
cific context, in order to change it, and therfréeze the

(g@sired state [GC1]. The notion of desired statgyaal is
sential: each change must result in benefits to the

organization. If that is not the case, there ige®son to go

through the change. As these goals represent d tdve

desired benefits, some constraints must be seéttledder to

reach them without spending more than the expected

benefits. Constraints of projects consist of timed a

resources. Among these resources, lies the coprapdct:

1- Introduction project team For Musztyfaga et. al [M1], the project team is

In many organizations, when something new need® tdone, & group of people that cooperate to reach a comgoah

a project is launched. For Afitep-Afnor [AA1] prajeis “a This group of actors is composed specifically farcte

specific approach that methodically and graduatipstures a Project, taking into account the needed competeanesthe

future reality and (...) that implies a goal, and deéo tackle required taskforce to reach the goal on time, wéterminate

on with determinate resourcedn last forty years, numerougnaterial resources. In our opinion, another fieldé tackled

organizations have evolved from a bureaucratictfaning to Py project team in order to reach its goals is idgalith

a project based management strategy, mainly begaoget is individual change.

future oriented, generates more collaboration, nieaening,

and allows dealing with manageable levels of tinad a

complexity [L1]. We notice here that project managet 3- Projects impacts on organizational agents &

involves reaching a future desired state; as tgldPartington individual change.

[P1], “project i.s increasilngly used to manage Qrga”izaiorbrganizational change is about people changings la
changé. .HafS| and Eabl [HF1] defme organizational chgen highly complex process that must take into accdumy
as ‘a radical or marginal transformation process ofisttures people respond psychologically when asked to ma#gm

and competences, which punctuate the evolutiones®oOf changes at work [HSR&D]. With project being an

organization8. At this point, no mention has been made Rfcreasingly used way to manage organizational gban
organizational agents. However, in both project

cat mbers of organization are asked to change at thei
organizational change, human resources are caflesthd have jndividual level more often through projects. Tcack a

a great influence on success or failure. future desired state, project team proposes anteiments a
solution that can impact processes, organizatimvs ptc. In
every case, organizational agents are impactedrdiog to
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Jaujard fndividuals systematically emerge as the main a&cteve think that project team is an appropriate eritityegard

of change, whatever this chang@[il].

A fact is that individual change is not an easy ngoi
phenomenon: it can produce a potentially dysfoncti stress,
defensive reactions, and as shown by Kotter [Kidjviduals

can saturate and reach their tolerance to changedaoy. For
many authors [KS1; S1; PI1; O1; VL1], organizatibdaange

main failure cause is organizational agents’ rasst to
change. For Morin [M1], these resistances areiotis& forces

that go against working situation transformatioaad new
competencies acquisition. Furthermore, the Heaith Safety
Executive [HSE1] identified change as one of theesemain

stress factors. Folger & Skarlicki add thairdganizational

change can generate skepticism and resistance plogees,
making it sometimes difficult or impossible to iempent
organizational improvemerit§FS1]; thus, change can be

problem for organizational agents who live it. lar @pinion,

to reach its goals projects must manage individhahge, and
accompany impacted organisational agents.

4- Change management

As said by Singh and Shoura [SS1lht management of

change is a fundamental tenet of organizationaletigyment
and modern organizational management. It is necgssa
change at the cultural, technological, and orgatizaal levels
for an organization to remain competitive and édfit in its
operations and servicés Among multiple definitions, the

with managing project related changes for three nmai
reasons.

5.1 - Project team can “translate” information
between hierarchic levels

Mintzberg [MW1] underlines that important changesuws
both at strategic and operational levels. As marsabelong
to middle hierarchy in companies, projects are gahe
under their responsibility. The rest of the projeetm can be
either managers or operational, depending of tbpesof the
project. As said by Nonakajriddle hierarchy actors hold
down a job ideally located to translate and comroate
important information between hierarchic leaders dan
operational teams[N1].

Carton [C1] underlines that change is a retroactive
?)henomenon [Figure 1]: in our case, project tearaldvbe
between the source and the individuals.

s> | v
u U

Figure 1: retroactive change’s loop C1].

This intermediate position allows them to underdtas well
the company’'s strategy as operational problematid a

Society for Human Resource Management defines ehatgncerns. On a more pragmatic point of view, marsafyem

management astife systematic approach and application
knowledge, tools and
[SHRM1]. From our point of view, this definition alal apply
to project when talking of organizational changeowdver,
individual change has to be tackled with differestate of
mind; instead of defining a future desired statel dahen
implementing it (organizational change

pfoject team receive their goals from upper hidvartevels,

resources to deal with changad must make the change occur on lower hieratelis,

with an appropriate operational solution.

5.2 - Project team understands what is changing

managemerftjiange deal with phenomenon that differ a lot keyjrtscope

managing individual change is more helping huma®d their size. The uniqueness of each companyh eac

appropriating this future desired state. For insganPerrin-
Bruneau [PB1] has identified 4 principles that attohange
management approaches use to help people chantiege
principles are:

-Building a vision of desired state,

- actors mobilization,

- individual resistances management and,

-communication.

Using a change management approach allows redu H’@

resistance to change and helps implementing futiesred
state. We suggest project management should inéeguah an
approach in order to ensure a proper appropriatibrits
solutions on impacted actors. The next section miftsent
elements showing that project team should realimvidual
change management.

5- Project team as change manager

When organizational change is tackled through ptpgeveral
elements plaid in favour of managing individual he.

project, creates each time unique change condititimsre is
no one-size-fits-all formula for managing changecduse no
changes are the same [HSR&D; CH1]. In agreemertt wit
Pettigrew [PE1], we think that change mustn’t bédealiout
of its initial context in order to keep making senAs project
is at the cross-road of organizational and indigldthange,
hierarchic and operational levels, we assume thajeqt
team has the best knowledge of the change andtfeibest
Blsge to manage it. Every other change managerdvoel
too external toward project specificities, or inlimiting
hierarchic position.

5.3 - Project success can be threatened by
individual change

As mentioned in section 3, change induces stress on
individuals, making them resist and setting theweglin
defensive postures. As project team is directlypoesible
for reaching the goals they have been given, magagi
individual change can be seen as a way to redwsteofi
failure.

Although actual change management approaches gugges

creating a change management team during evolptiaises,
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6- Conclusion [L1] LARRASQUET, J.M. (1996) L'organisation en quéte

This paper has presented project as an increasiisgly way to d a(gjaptsbune, paniggPéOJecthue, a la recherche sdus
structure organizational change, and to managenatons perdu, =conomica, )

evolutions. The core of both project and organiatl change [MW1] MINTZBERG, H. WESTLEY, F. (1992) Cycles of
is organizational agents; during an organizationhhnge organizational change, Strategies Management Journa
managed trough a project, every hierarchic levehabilized, Vol.13, p39-59.

and individuals change occurs. These two dimensichs[Ml] MORIN, E.M. (1996) Psychologies au travail,
change are closely interlinked, and should be tatlly the \ontréal, Gaétan Morin Editeur, 1996.

same organizational structure. Project team shbaldlefined
A oo [MJ1] MORRIS, P.W. JONES, I. (1998) Current Research
as organizational change managers and individuangh Directions in the Management of Projects at UMIYD).

managers, in order to secure the appropriationpefrational i
teams towards project’'s solution. Further works Mobe 2001: IRNOP lil, Calgary, Alberta, Canada, 1998.

needed to evaluate the feasibility in term of cotapeies and [MS1] MUSZTYFAGA, M. SKOTUD, B. (2007) Advisory
availability of project team’s members, and to defivhat kind system assisting selection of project structures @mject
of approach could be integrated to project managenieam, Journal of Achievements in Materials and

activities. Manufacturing Engineering, issues 1-2 January-Faelgru
2007.
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