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The Burke Litwin Model of Organisational Change is all about defining and establishing a cause-and-effect relationship.
Burke, W. W., & Litwin, G. H. ( ).

All the affecting factors put together affects the motivation level of the individuals in an organization, which
in turn impacts the overall performance. It is recommended that the organisation always checks whether these
suit the position of the employees. In addition, the change model shows that the different elements are
interconnected and influence each other. Organisational Culture Every organisations has its own values.
Individual and General Performance This dimension considers the performance level of both the individual
employee and on a departmental and organisational level. Therefore, using this model can reveal what areas of
the business are affected and how they are interrelated. Steps in the Model by Burke and Litwin. In Groves, R.
New York: Wiley-Interscience. Colorado State University Extension administration has taken the results of
this research and applied them to strengthen their organization. Think of IT services, facility departments and
internal customer support. Other states facing burnout and retention issues may benefit from following a
process similar to that of Colorado. The model assumes 12 organisational elements that determine a change
within an organisation. Then within that group the specific element should be identified. Sears, S. As a result,
this requires organisations to adjust and change their mission and strategy, as well as the organisational culture
and structure. The more motivated employees are, the more willing they are to dedicate themselves to the
organisation. The model also demonstrates the hierarchy of factors within an organisation and hence the flow
of influence from one factor to the next. Due to them being connected, the 12 elements can also influence each
other. Disadvantages The model is a bit complex although still an oversimplification of the reality. The
changes in the 12 key dimensions, as identified by the Burke and Litwin model, bring about a series of
changes in the structure, practices and the system of the organization. Putting the Burke-Litwin Change Model
to Effective Use Burke-Litwin model provides an effective strategy to manage organizational change, but its
effectiveness is subject to how well each of the twelve dimensions identified by it are explored and put to use.
External Environment According to the model, it is especially external influences that are important for
organisational changes. Post navigation. It is all about linking the right positions to the right employees.
Structure: The study of structure should not be confined to hierarchical structure; rather it should be a function
based structure focusing on the responsibility , authority, communication, decision making and control
structure that exists between the people of the organization. Transformational change happens in response to
the external environment , which directly affects the mission , strategy , leadership and culture of the
organization. The middle column is often referred to as the backbone of the model. The Basic Philosophy of
Burke and Litwin Change Model Here are some of the key points of this change model: The most dominant
factor that triggers organizational change is the external environment. Stress and turnover among Extension
directors. A causal model of organizational performance and change. Additionally, Colorado State University
Extension professionals feel their jobs compromise their availability to their families. In most cases,
performance is measured in turnover figures or profit percentages.


