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Introduction 

Management Tools can be defined as an entity of instruments to support implementation of concepts and ideas at all levels of conceptualization 

and realization of concepts, ultimately aiming to support organizational processes. (Ref: Priority of Management Tools Utilization among Managers: 

International Comparison) 

Also define as every mean through which a management technique is conveyed in the organization with the mean of rationalizing at least one 

aspect of its functioning. (Ref: Management Tools: From Complexity Reduction to Complexity Creation) 

So, they are the tools that are used by the management to help it make appropriate management decisions at the right time and that help the 

management to plan, analyze, monitor and make decisions. 

The management tools are used according to the type of action taken to simplify an idea, find a solution or search for reasons, or change situations, 

goals and other reasons, 

Upon our review of the literature, we found that there are a large number of tools that have been created then developed by time and gained a 

different title. Some tools are still stand with a common use. Whereas these tools must be used in the correct place to give you the ultimate benefit 

and desired result. 

Upon reviewing we encountered many tools that are not used properly. 

In this file we have tried to collect some of the most used management tools. Which includes 18 Management Tools, as we will leave you, dear 

reader, to choose from them which to use according to your business needs. 

 

 

Majda O. Alkenani 

CEO- Pulse Planning Office 

  

https://www.igi-global.com/chapter/priority-of-management-tools-utilization-among-managers/173583
https://www.igi-global.com/chapter/priority-of-management-tools-utilization-among-managers/173583
https://www.igi-global.com/chapter/management-tools/263659
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Field of use 

 
Tool 

 
Creator 

 
Year 

 
Description 

 

Business Life 
Cycle 

Porters 5 
Forces 

Michael 
Porter 
 
(American 
academic) 

1979 Porter’s Five Forces is an older strategy execution framework built around the forces that impact the 
profitability of an industry or a market. The five forces it examines are: 
1. The threat of entry. Could other companies enter the marketplace easily, or are there numerous 

entry barriers they would have to overcome? 
2. The threat of substitute products or services. Can buyers easily replace your product with another? 
3. The bargaining power of customers. Could individual buyers put pressure on your organization to, 

say, lower costs? 
4. The bargaining power of suppliers. Could large retailers put pressure on your organization to drive 

down the cost? 
The competitive rivalry among existing firms. Are your current competitors poised for major growth? If 
one launches a new product or files a new patent—could that impact your company? 

 

 

 

 

 

  

Fig No. 1 – Porters 5 Forces 
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Field of use 

 
Tool 

 
Creator 

 
Year 

 
Description 

 

Change 
Management 
& 
Strategic 
Planning 

McKinsey’s 
7s Model  

Tom Peters 
 
&  
 
Robert 
Waterman 
 
Former 
Consultant 
at Mckinsy 
Company 

1970 McKinsey and Co's 7S model is a useful strategic analysis framework for: 
 

• Assessing internal strategic alignment, and 

• Analyzing the strengths and weaknesses of an organization. 

The 7Ses divide into two categories: 

• The "hardware" of success, includes:  

• Strategy 

• Structure 

• Systems  

• The "software" of success, includes:  

• Style 

• Staff 

• Skills  

• Shared values 
Companies in which these elements are present and aligned are usually more successful at executing 
strategy. 

 

 

  

Fig No. 2 – McKinsey’s 7s Model 
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Field of use 

 
Tool 

 
Creator 

 
Year 

 
Description 

 

Change 
Management 

ADKAR 
Analysis 

Prosci 1998 The Prosci ADKAR® Model is a goal-oriented change management model that guides individual and 
organizational change.  
It is used as a coaching tool to make sure that the people or employees involved in the process support 
and believe in the change 
ADKAR is an acronym that represents the five tangible and concrete outcomes that people need to 
achieve for lasting change:  
- Awareness 
- Desire 
- Knowledge 
- Ability  
- Reinforcement.  
By outlining the goals and outcomes of successful change, the ADKAR Model is an effective tool for 
planning change management activities, equipping your leaders facilitating change, and supporting 
your employees throughout the change. 

 

 

  

Fig No. 3 – ADKAR Analysis 
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Field of use 

 
Tool 

 
Creator 

 
Year 

 
Description 

 

Change 
Management 

Lewin’s 
Model of 
Change 

Kurt Lewin 
(German 
American 
Social 
Psychologist) 

1940 Unfreeze-Change-Re-freeze 
1- Unfreezing 

This is the stage of preparation. Before any change can be implemented, you need to spread 
awareness as to why it is necessary. Everything from processes to organizational structures should be 
examined and shown to the employees at this stage. The more they are aware, the more they’ll be 
urged to welcome the change. 

2- Changing 
This is the stage where real change occurs. Employees will learn new behaviors, processes, and ways of 
thinking during this time. 

3- Refreezing 
It’s time to solidify the new behavior, processes, goals etc. You must make sure that the change 
implemented is not lost and is incorporated into the culture of your organization. 

 

  Fig No. 4 – Lewin’s Model 

https://creately.com/diagram-community/examples/t/organization-chart?utm_source=changemanagement&utm_medium=blog&utm_campaign=diagusage
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Field of use 

 
Tool 

 
Creator 

 
Year 

 
Description 

 

Project 
Management 

Gantt Chart 
 

Henry Gantt 
 
(American 
engineer) 

 1910 
- 1915 

Any change management project includes a large number of tasks, and to complete them successfully 
you must make sure that they are completed on schedule. Gantt charts are a useful tool to visualize 
and track the tasks scheduled over a period of time. 

 

 

  

Fig No. 5 – Gantt Chart 

https://creately.com/lp/gantt-chart-maker-online/
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Field of use 

 
Tool 

 
Creator 

 
Year 

 
Description 

 

Change 
Management 

Kotter’s 
Model 

Dr. John 
Kotter. A  
(professor at 
Harvard 
Business 
School) 

1995 Kotter’s change model is an 8-step method to manage change. These steps include, 
Step1: Create a sense of urgency 
Creating a sense of urgency among everyone will help spark that motivation in them to embrace the 
change that you are about to bring about. 
You can use a SWOT analysis to emphasize the threats and opportunities that lurk in the marketplace 
or the industry. Additionally, you can also use a threat vs. opportunity matrix to show how your 
company stakeholders will be affected by the change or lack thereof. 

Step 2: Build a guiding coalition 
Build a strong team made up of influential people from all statuses and expertise and who can 
convince others that change is necessary. 

Step 3: Form a strategic vision and initiatives 
Create a clear vision as to why change is necessary or as to why you are asking your employees to do 
something. Determine the values that are linked to the change and create a strategy to get to your 
vision. 

Step 4: Clearly communicate the said vision 
Communicate your vision frequently so that it will be embedded within everything your team does. 
Not only during special meetings but every chance you get, try to remind the vision to your team. 

Step 5: Enable action by removing any obstacles 
Identify barriers that are blocking the implementation of change. Help those who are resisting change 
see what’s needed. Reward people to support change. 

Step 6: Generate short-term wins 
If your staff can see short-term wins that will motivate them. Create short-term targets so you can 
celebrate quick wins. 

Step 7: Build on the change 
If something worked, identify what went right and improve it. Set goals and continue to work on it, 
building momentum. 

Step 8: Make it part of the culture 
Make sure that any change you gain, you make it part of your culture. 

https://creately.com/SWOT-Analysis-Software?utm_source=changemanagement&utm_medium=blog&utm_campaign=diagusage
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Fig No. 6 – Kotter’s Model 
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Field of use 

 
Tool 

 
Creator 

 
Year 

 
Description 

 

Culture 
Management 
& Change 

Culture 
Mapping 

Dave Gray 
author 
of The 
Connected 
Company 

 Dave developed The Culture Map as a tool to design better performing companies. 
 
used to visualize the company culture, which is influenced by values, norms, employee behavior etc. It 
helps you discover information that is crucial to your change initiative, such as who are the positive 
enablers and how you can minimize risks during a project. 

Start by mapping behaviors: In this box you have to map out how your team acts or conducts itself 
within the company. What do you do or say? How do you interact? What patterns do you notice? 
Some examples: “Failing to identify expert team leaders” or “respond to customer support tickets in 12 
hours or less”. 

Next, map your outcomes: What is the concrete positive or negative consequences because of the 
behavior you’ve mapped out? An example: the behavior of failing to identify expert team leaders may 
be resulting in an outcome of “constant conflict” within your organization. In a positive situation, 
speedy customer support responses could result in “happy customers” within your organization. 

Finish by mapping your enablers & blockers: This is where The Culture Map gets really interesting. In 
enablers and blockers, you have to map out all of the things that lead to the positive or negative 
behaviors inside your company. What policies, actions, or rules are influencing employee behaviors, 
and ultimately influencing your company’s outcomes? Some examples of blockers: a poor bonus 
system or no budget for sticky notes. Some examples of enablers: smart management team or a well-
made metrics dashboard.   

 

 

 

 

 

 

http://xplaner.com/connectedco/
http://xplaner.com/connectedco/
http://xplaner.com/connectedco/
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Fig No. 7 – Culture Mapping 
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Field of use 

 
Tool 

 
Creator 

 
Year 

 
Description 

 

Change  
& 
decision-
making tool 

Force field 
analysis 
Or (barrier 
& aids 
analysis) 

Kurt Lewin  1951 Force field analysis (Lewin 1951) is widely used in change management and can be used to help 
understand most change processes in organizations. 

useful decision-making tool. It helps you identify and analyze forces for and against change or the 
implementation of a proposed solution. 

Step 1: Define your plan for change 
What is your goal for the change? 

Step 2: Brainstorm forces for change 
What are the forces you can think of that would help you move forward with your plans? Remember to 
look at factors in both the internal and external environment. 

Step 3: Brainstorm forces against change 
What are the forces that are blocking you from implementing the changes? Fill out these sections for 
the analysis using the template below. 

 
 

Force field analysis – Kurt Lewin 
 

  

Present State 

or  

Desired State 

Driving forces 

(Positive Forces for Change) 

Restraining forces 

(Obstacles to change) 

( 

Fig No. 8 – Force Field Analysis 

https://creately.com/lp/decision-tree-maker-online/
https://creately.com/lp/decision-tree-maker-online/
https://daniellock.com/kurt-lewin-change-model/
https://creately.com/lp/decision-tree-maker-online/
https://daniellock.com/kurt-lewin-change-model/
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Field of use 

 
Tool 

 
Creator 

 
Year 

 
Description 

 

A process of 
identifying 
the 
stakeholders 
before the 
project 
begins. 

Stakeholder 
Analysis 

  Stakeholder Analysis: You identify stakeholders and categorize them based on different factors such as 
geography, income groups, occupation, legal requirements etc.  
At the end of the analysis, you’ll have found out who your project’s stakeholders are and why the 
project is important to them. 
 

Step 1: Identify the stakeholders 
Think of all the people who might be affected by your project. Remember to consider those who come 
from outside of your company as well. 
 

Step 2: Prioritize the stakeholders 
Your list of stakeholders may include people who may be affected by and care about your project and, 
who may be unaffected by and be not that interested in your project. 
Using a Power/interest grid for stakeholder analysis like the one besides, you can prioritize your 
stakeholders based on their stake in the project and their engagement. 
 

Step 3: Stakeholder map 
Now that you have prioritized your stakeholders, you can use a stakeholder map to easily categorize 
them. 

 

 

  

Fig No. 9 – Stakeholder Analysis 
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Field of use 

 
Tool 

 
Creator 

 
Year 

 
Description 

 

Strategic 
Planning 

Balanced 
Scorecard 

Dr. Robert 
Kaplan  
 
& 
 
Dr. David 
Norton 

1992 A strategy management framework takes into account your: 
• Objectives, which are high-level organizational goals. 
• Measures, which help you understand if you’re accomplishing your objective strategically. 
• Initiatives, which are key action programs that help you achieve your objectives. 

There are many ways you can create a Balanced Scorecard, including using a program like Excel, Google 
Sheets, or PowerPoint or using reporting software.(see Fig. No. 10-1) 
 
Characteristics of the Balanced Scorecard Model 
Information is collected and analyzed from four aspects of a business: 

1. Learning and growth are analyzed through the investigation of training and knowledge 
resources. This first leg handles how well information is captured and how effectively 
employees use the information to convert it to a competitive advantage over the industry. 

2. Business processes are evaluated by investigating how well products are manufactured. 
Operational management is analyzed to track any gaps, delays, bottlenecks, shortages, or 
waste. 

3. Customer perspectives are collected to gauge customer satisfaction with quality, price, and 
availability of products or services. Customers provide feedback about their satisfaction with 
current products. 

4. Financial data, such as sales, expenditures, and income are used to understand financial 
performance. These financial metrics may include dollar amounts, financial ratios, budget 
variances, or income targets. 

(see Fig. No. 10-2) 

These four legs encompass the vision and strategy of an organization and require active management 
to analyze the data collected. The balanced scorecard is thus often referred to as a management tool 
rather than a measurement tool. 

 

  

https://offer.clearpointstrategy.com/balanced-scorecard-excel
https://www.investopedia.com/terms/c/competitive_advantage.asp


 

19 | P a g e     © P u l s e  P l a n n i n g  o f f i c e  

 

  

Fig No. 10-1 – Balanced Scorecard 
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Fig No. 10-2 – Balanced Scorecard 
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Field of use 

 
Tool 

 
Creator 

 
Year 

 
Description 

 

Evaluation of 
HR 

HR 
Dashboard 

  Human resources (HR) dashboards aggregate and present employee data in a meaningful way, and are 
designed to help make the most of everyone’s time, both within the HR team and throughout the 
entire organization. As a visual display of key metrics, HR dashboards simplify information gathering, 
and present data in a way that can be sorted, analyzed, and presented to management and executive 
teams. 
Dashboards are also an efficient way to communicate with staff and stay abreast of what’s happening 
in your company.  
  

 

  

Fig No. 11-1 – HR Dashboard 

Fig No. 11-2 – HR Dashboard 
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Field of use 

 
Tool 

 
Creator 

 
Year 

 
Description 

 

Analyse the 
Business 
Environment 

PESTEL Francis J. 
Aguilar.  
 
American 

1960s PESTEL analysis is a business strategy framework which is used to identify, categories and analyses the 
key external threats and opportunities a firm faces now and into the future.  
The six letters in PESTEL represent the 6 most common categories used:  
- P for Political 
- E for Economic 
- S for Social (Socio-Economic) 
- T for Technological 
- E for Environmental 
- L for Legal. 
It is often termed a macro-scanning tool. This is because it involves looking a the big-picture long-term 
changes in the external environment. (The external environment is also sometimes called the macro-
environment.) 
A PESTEL analysis is a key input to most strategy development and execution processes.  

 

  

Fig No. 12 – PESTEL 
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Field of use 

 
Tool 

 
Creator 

 
Year 

 
Description 

 

Strategic 
Planning 

SWOT Albert 
Humphrey 

1960s 
1970s 

It is a high-level model used at the beginning of an organization’s strategic planning.  It is an acronym 
for “strengths, weaknesses, opportunities, and threats.” Strengths and weaknesses are 
considered internal factors, and opportunities and threats are considered external factors. 
 
Using a SWOT analysis helps an organization identify where they’re doing well and in what areas they 
can improve. 

 

 

 

 

  

Fig No. 13 – SWOT Analysis 

https://en.wikipedia.org/wiki/Albert_S._Humphrey
https://en.wikipedia.org/wiki/Albert_S._Humphrey
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Field of use 

 
Tool 

 
Creator 

 
Year 

 
Description 

 

Organization 
Design 

Galbraith’s 
Star Model 

Jay Galbraith 1960s. Jay Galbraith’s Star Model is is used in the development of organizations as a basis for design choices.  
 
In this model, an organization’s design is divided into five categories:  

- Strategy 
- Structure 
- Processes,  
- Rewards 
- Selection & Development.  

 
These areas should be connected and outlined, in order to lay down a solid base and structure for the 
organization. By using Jay Galbraith’s Star Model to work effectively in this phase of an organization’s 
development, management increases the chances of achieving good performance later on, as well as 
the chances of a positive corporate culture. 
 
In the middle of the five stars, the five categories, the organization functions as a center of gravity 
holding the whole of the five areas together. Those five design components can be controlled by 
management and may influence employees’ behavior. For this reason, the design policy can be seen as 
a tool with which management will need to become skilled in order to effectively shape the 
organization. 
 

 

 

 

 

 

  

https://en.wikipedia.org/wiki/Jay_R._Galbraith
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Strategy 

Vision, Governance, 

comparative 

advantage 

Structure 

Power & Authority. 

Information Flow. 

organizational Roles 

 

Human Resources 

Management 

Hiring, Work 

feedback, Learning 

 

Reward System 

Compensation & 

rewards 

Business Processes & 

Lateral Links 

Networks, processes 

teams, integrative 

roles, matrix 

structures 

 
Fig No. 14 – Galbraith’s Star Model 
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Field of use 

 
Tool 

 
Creator 

 
Year 

 
Description 

 
Evaluate the 
Performance 
of 
Organizations 

Weisbord 6 
Box Model 

Marvin 
Weisbord 
 
American 
business 
analyst 

 The Weisbord Six-Box Model uses six broad categories to conduct an organizational diagnosis of the 
issues within company. According to Weisbord, identifying and solving a problem is something that 
should be done systematically by the people themselves, because they are the most familiar with their 
own situation. A formal diagnosis is a way to bridge the gap between what is and what should be. 
Analyzing the six research areas enables organizations to uncover issues and draw conclusions in order 
to solve internal issues. 
 
1. Purpose: Organizational purpose needs to be clear to all employees, and they must adhere to the 

purpose, even if their personal view is completely different. 
2. Structure: The organizational structure of an organization contains the bigger picture of power 

relationships between employees and formal relationships between functional groups. Structure 
should provide a clear view of who is ultimately responsible for achieving the goals in an 
organization. 

3. Relationships: Relationships include individuals, groups, and other functional sections that work 
together effectively. 

4. Rewards: Reward systems, both formal and informal, must be analyzed in order to ensure 
appropriate reward levels are provided, so that employees remain motivated. 

5. Leadership: Leadership refers mainly to the managers within an organization. Managers need to use 
the human resources, materials and equipment they have at their disposal in order to achieve the 
organization’s goals. They also need to encourage collaboration between employees who are 
working on the same project or product. 

6. Helpful Mechanisms: Helpful mechanisms are methods that help employees to coordinate their 
activities. Examples are descriptions of organizational approaches, procedures, seminars, notes, 
reports, perspectives, or integrated information systems. 
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Leadership:

Does someone 
keeps the 
boxes in 
balance

Purpose

What business 
are we in?

Structure

How do we 
divide up the 

work

Rewards

Do all needed 
tasks have 
incentives

Helpful 
Mechanisms

Have we 
adequate 

coordinating 
Technologies

Relationships

How do we 
manage conflict 
among people? 

With 
technologies?

ENVIRONMENT 

Fig No. 15 – Weisbord 6 Box Model 
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Field of use 

 
Tool 

 
Creator 

 
Year 

 
Description 

 
Evaluate the 
Performance 
of 
Organizations  

Burke-
Litwin 
“Causal” 
Model 

W. Warner 
Burke & 
George H. 
Litwin. 

in the 
60's 

The Performance and Change Model, a tool used to understand an organization’s component parts and 
how they relate to each other in a time of change. A common reason for a change initiative failing is all 
areas of the organization affected by the change are not accounted for. Therefore, using this model can 
reveal what areas of the business are affected and how they are interrelated. The model also 
demonstrates the hierarchy of factors within an organization and hence the flow of influence from one 
factor to the next. The model is an example of ‘open systems theory’, which suggests change comes 
from external influences.  

the primary variables that need to be considered in any attempt to predict and explain the total 
behavior output of an organization, the most important interactions between these variables, and how 
they affect change”. There are four groups of elements within an organization; the external 
environment, transformational factors, transactional factors and performance. Each group then 
contains various elements of the organization.  

The diagram (Fig. No. 16) demonstrates which elements belong in which group, how they interact with 
each other and the overall hierarchy of an organization.  
The beginning and end of the process (yellow blocks) represent the input to the organization, the 
external environment, and the organization’s output, individual and organizational performance.  

- External Environment – This factor represents any forces or conditions outside of the organization 
that will affect its processes. An example could be consumer behavior or marketplace conditions. 

- Individual and Organizational Performance – This factor is the overall output of the organization. 
This can be represented in many different ways, commonly turnover, productivity, customer 
satisfaction etc. 

Transformational factors (purple blocks) are deeply embedded processes and characteristics of the 
organization. Any change that occurs to these factors will have substantial consequences to the rest of 
the organization. It is also true that any other change will require these factors’ input and hence the 
arrows go in both directions. Lasting change to any of these factors is likely to sweep change 
throughout the organization. These factors will be most strongly affected by the external environment 
and will also have the strongest influence on transactional factors.  
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- Leadership – The authors state this factor ‘provides direction’ to the rest of the organization. 
Individuals in leadership positions are responsible for developing a vision and motivating the rest of 
the organization to achieving it.  

- Mission and Strategy – This factor describes the purpose of the organization and also the 
processes for how it will be achieved.  

- Organization Culture – The norms and values of the organization. They will be less formal than the 
‘mission and strategy’, but will still exist implicitly throughout the organization.  

Transactional factors (pink blocks) refer to day-to-day operations within the organization. The authors 
argue these factors are strongly affected by management, rather than leadership. Change in these 
factors is only likely to lead to lasting change if, in turn, the transformational factors are also affected.  

- Management Practices – Behaviors and activities of managers, usually aligned to carrying out the 
overall strategy.  

- Structure – The breakdown of the organization i.e. hierarchy, departments, reporting channels.  

- Systems (Policies and Procedures) – These are the mechanisms put in place to help and support 
employees. This may be legal systems or reward systems, for example.  

- Work Unit Climate – The team’s working environment. Ex., how well team members cooperate, 
how comfortable individuals feel expressing themselves or how well goals are set and rewarded. 

- Motivation – The setting of goals to inspire and direct employees. 

- Task Requirements and Individual Skills/Abilities – Matching the job description with the expertise 
of an employee.  

- Individual Needs and Values – Employees will expect certain demands, such as pay, work/life 
balance, responsibility etc. to be met in their role.  

The two main uses of the model are to either diagnose a problem within the organization or create an 
action plan (often for a change initiative). Firstly, the group should be identified where either the 
change is coming from or being planned for. Then within that group the specific element should be 
identified. Once this has occurred, all affected elements can also be identified. 
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Fig No. 16 – Burke-Litwin Change Model 
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Field of use 

 
Tool 

 
Creator 

 
Year 

 
Description 

 

Decision 
Making 
& 
Problem 
Solving 

Pareto 
Analysis 

Vilfredo Pareto 
Italian 
economist, 

1940’s Pareto Analysis is a statistical technique in decision-making used for the selection of a limited number 
of tasks that produce significant overall effect. It also known as the 80/20 rule, the idea that by doing 
20% of the work you can generate 80% of the benefit of doing the entire job. Take quality 
improvement, for example, a vast majority of problems (80%) are produced by a few key causes (20%).  
In the late 1940s Romanian-born American engineer and management consultant, Joseph M. Juran 
suggested the principle and named it after Italian economist Vilfredo Pareto, who observed that 80% of 
income in Italy went to 20% of the population. Pareto later carried out surveys in some other countries 
and found to his surprise that a similar distribution applied. 

We can apply the 80/20 rule to almost anything: 

• 80% of customer complaints arise from 20% of your products and services. 

• 80% of delays in the schedule result from 20% of the possible causes of the delays. 

• 20% of your products and services account for 80% of your profit. 

• 20% of your sales force produces 80% of your company revenues. 

• 20% of a systems defects cause 80% of its problems. 

Pareto Chart Procedures: 

1. Decide what categories you will use to group items. 
2. Decide what measurement is appropriate. Common measurements are frequency, quantity, cost 

and time. 
3. Decide what period of time the Pareto chart will cover: One work cycle? One full day? A week? 
4. Collect the data, recording the category each time, or assemble data that already exist. 
5. Subtotal the measurements for each category. 
6. Determine the appropriate scale for the measurements you have collected. The maximum value 

will be the largest subtotal from step 5. (If you will do optional steps 8 and 9 below, the maximum 
value will be the sum of all subtotals from step 5.) Mark the scale on the left side of the chart. 
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7. Construct and label bars for each category. Place the tallest at the far left, then the next tallest to 
its right, and so on. If there are many categories with small measurements, they can be grouped as 
“other.” 

Note: Steps 8 and 9 are optional but are useful for analysis and communication. 

8. Calculate the percentage for each category: the subtotal for that category divided by the total for 
all categories. Draw a right vertical axis and label it with percentages. Be sure the two scales match. 
For example, the left measurement that corresponds to one-half should be exactly opposite 50% 
on the right scale. 

9. Calculate and draw cumulative sums: add the subtotals for the first and second categories, and 
place a dot above the second bar indicating that sum. To that sum add the subtotal for the third 
category, and place a dot above the third bar for that new sum. Continue the process for all the 
bars. Connect the dots, starting at the top of the first bar. The last dot should reach 100% on the 
right scale. 

 

 

 

 

  

Fig No. 17.1 – Pareto Analysis Fig No. 17.2 – Pareto Analysis 
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Creator 

 
Year 

 
Description 

 

Change 
Management 

&  

Project 
Planning 
Tool. 

PDCA cycle Edward 
Deming 

 The Plan-do-check-act cycle is a four-step model for carrying out change. Just as a circle has no end, the 
PDCA cycle should be repeated again and again for continuous improvement. The PDCA cycle is 
considered a project planning tool. 

Use the PDCA cycle when: 

1. Starting a new improvement project 
2. Developing a new or improved design of a process, product, or service 
3. Defining a repetitive work process 
4. Planning data collection and analysis in order to verify and prioritize problems or root causes 
5. Implementing any change 
6. Working toward continuous improvement 

The Plan-do-check-act Procedure 

7. Plan: Recognize an opportunity and plan a change. Determine the processes needed for the 
goals 

8. Do: Test the change. Carry out a small-scale study. Implementing the plan and gathering and 
analyzing data 

9. Check: Study the actual results and compare the expected results with the goals or objectives 
to ascertain any differences. 

10. Act: Take action based on what you learned in the study step. Request for corrective action. 
Analyze differences by identifying their root causes. 

If the change did not work, go through the cycle again with a different plan. If you were successful, 
incorporate what you learned from the test into wider changes. Use what you learned to plan new 
improvements, beginning the cycle again. 

 

  

https://asq.org/quality-resources/project-planning-tools
https://asq.org/quality-resources/project-planning-tools
https://asq.org/quality-resources/project-planning-tools
https://asq.org/quality-progress/search#q=W.%20Edwards
https://asq.org/quality-resources/continuous-improvement
https://asq.org/quality-resources/project-planning-tools
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• Study the actual results and 

compare the expected 

results with the goals or 
objectives to ascertain any 
differences.

•Request for corrective 

action. Analyze differences 

by identifying their root 
causes.

• Implementing the plan 

and gathering and 
analyzing data

• Determine the 

processes needed for 
the goals

Plan Do

CheckACT
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