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! Stephen P. Robbins and Mary Coulter, Management (6m ed., New Jersey : Prentice-Hall, Inc., 1999),

p.380-382.
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* Robert Kreitner, Management (6th ed., Houghton Mifflin Company, 1995), p.498-499.
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change. USA: Wiley,2001
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giing i‘ E“#‘W in Eguilibrium

¥ Driving Forces
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1 3 5 7 a i 13 15

III 1

Restraining Forces

[Z

Intervening Variable
g’ﬂ 3 Force-field analysis
2.3 1nq‘yﬁsﬁ'ﬂ'Jﬁ’unﬁu%msnmﬂ?;ﬂuuﬂm
uSEnilSnunssamssoanausiaziaie (Holland & Davis Management Consulting
Service) I8 AIIRAnMweImIuT I nsldeunas13gad “Change Management is the

use of systematic methods to ensure a planned organizational change can be guided in the

planned direction, conducted in a cost-effective and efficient manner, and completed within the

® James A. F. Stoner and R. Edward Freeman, Management (6th, New Jersey : Prentice Hall, 1992), p.410
! Accel-team.com, www.accel-team.com/Force field analysis - Kurt Lewin Change management

techniques.htm
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YINTU,2545), 1111 189-190.
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