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Overview

The leaders say: "Let's change." 

The staff says: "Bravo. When do we start?" 

The mid-level managers say: "Wait a minute, 
let's think about that. What about… and …? 

Have you REALLY thought it through? Does this 
mean I have to change?" 

(Claude Legrand)
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Change……
•

 
People deny that the Change is required. 

•
 

People deny that the Change is effective. 
•

 
People deny that the Change is important. 

•
 

People deny that the Change will justify the effort 
required to adopt it. 

•
 

People accept and adopt the change, enjoy its 
benefits, and deny the existence of stages 1 to 4. 



Choice

Power to choose is the first and foremost of 
all qualities which differentiates human 
beings.

Stephan Covey

The simple is overlooked by complexity
The easy is missed by cleverness
It is with difficulty we make fool of ourselves

Tao



Expectations

53%

44%

39%

0 20 40 60

Survey question: How would you rank the changes employee need to make to 
achieve today’s business goals?

Adaptability/openness to 
change

More teamwork

Ability to see big picture

Source: Management by Kreitner



Why Change is hard?
•

 
We expect News papers and Music albums and TV 
shows to be different….

•
 

People want guarantee  of success, that the future 
will be better than present!

•
 

Suspicious about motives
•

 
What is in it for me?

•
 

Trust in leadership
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Change Expectations----
•

 

Expectation: Every change requires a healing  time, the 
larger the change, longer the healing time, will it work in the 
new century?

Change

Healing time

Time

Change



2005 Best Practices in Change 
Management report from PROSCI
•

 

Key report findings:
•

 

The #1 contributor to project success is active, strong and 
visible sponsorship throughout the project. 

•

 

The top obstacles to successful change are employee 
resistance at all levels: front-line, middle managers, and 
senior managers and inadequate senior management 
sponsorship. 

•

 

Employees want to hear messages about change from two 
people: the CEO and their immediate supervisor -

 

the 
message they want to hear from each individual is very 
different. 

•

 

When asked what they would do differently next time, most 
teams would dedicate resources to change management.

•

 

The top reason for employee resistance is a lack of 
awareness about the change.

http://www.change-management.com/best-practices-report.htm



Different types
•

 
Genuine, Rivals, Cold feet



Resistance Management Plan

•
 

Diagnose root cause of resistance
•

 
Address root cause of resistance

•
 

Provide ongoing coaching
•

 
Communicate consequences of not changing
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Diagnose root causes of resistance

Use Resistance Assessment Worksheet

“Why do you think the change is happening?”

“Do you support this change?”

“Do you have the training you need?”

“Are you having any difficulty implementing this training?” 

“Are you getting the support you need?”



Different Strategies

•

 

Communicate Why, What, How, When?

•

 

Negotiate, Compromise, or Sideline/Eliminate

•

 

Counsel, Comfort, Redeploy, or Sideline/Eliminate



Changes –
 

Leadership Vs Management

Strategies

Leadership

Vision 

Management

Plans Resources

Why?

How?

What? When?

Formal authority



While changing
•

 
Create a movement…

•
 

Show clear visible small gains/victories
•

 
Keep communication channel open, (you will be 
surprised how many people communicate on 
behalf  of you)

•
 

Bring the bad news first, good news can wait.
•

 
Create a Fast Feedback loop

•
 

Embrace change before trying to change others…



Incremental small changes
•

 
By making frequent small changes, Organizations 
will overtime develop dynamic adaptive culture

Time

Changes



Why  CM in PM?
•

 
Primary Reasons
•

 

Increase probability of project success
•

 

Manage employee resistance to change
•

 

Build change competency of the organization or 
organizations

You never change something by fighting the existing 
reality. To change something, build a new model that 
makes the existing model obsolete. 

(Buckminster Fuller)



•
 

Provide awareness
•

 

Ensure understanding
•

 

Facilitate acceptance
•

 

Care, listen, and respond
•

 

Manage people’s expectations
•

 

Ensure readiness 
•

 

Champion the project

DTI Change Management Objectives
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Change Management Processes

Managing -

 

Planning

Managing  -

 

Executing

Analyze/Transition

Estimate CM involvement using DTI’s
ROM process

Conduct Organizational
Readiness Assessment part 1 

and Stakeholder Analysis

Determine Team and Sponsor
Structure

Preparing a Change 
Management Strategy

Request Organizational
Change Coordinators

(if appropriate with team structure)

Train Organizational 
Change Coordinators

Present results of 
Organizational Readiness Assessment 
and Stakeholder Analysis to Sponsors
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Preparing for Change

Identify Change Characteristics by assessing the size and nature of the change and assessing change risk/resistance. 

Determine Change Management Team Structure and the Sponsor Model 

Identify Change Supporters (Supervisors/Managers) and Stakeholders – assess Change Supporter capability to manage change and conduct a Stakeholder Analysis

Develop a change management strategy presentation to present to the Project Team and the Executive Sponsors 

Identify Change Management Team members – assess their change management competency and experience



Change Management Processes
Complete Comprehensive 

Change Management 
Plan Template

Training Needs Analysis

Managing - Planning

Managing  - Executing

Analyze/Transition

Preparing a Change 
Management Strategy

Determine control book 
measures

Determine Functional Impacts/Prepare 
Master Readiness Tracking 

Spreadsheet

Develop Appropriate Change 
Management Educational Classes
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The comprehensive CM plan includes sections for:

Communication Plan

Sponsor Activities

Training Plan

Coaching Plan

Knowledge Transfer and Resistance Management



Develop and implement Master Change Management Plan – Master Communication Plan, Change Supporter Roadmap, Training Strategy Plan, Resistant Management Plan, Coaching Plan

Organizational Readiness Assessment

Integrate Change Management Plan with Project Plan

Track progress – Functional Impacts, Communication Tracking, Organizational Readiness Checklists and Readiness Tracking, Training Strategy, Change resistance and resolution

Provide Change Management Education – Executive Sponsor Overview of Change Management, Change Supporters (Supervisors/Managers) on Managing Change, and Team members on Change Management processes and tools









Change Management Processes

Develop/Send Checklists

Diagnose and 
Manage Resistance

Conduct Change Management 
Education 

Managing - Planning

Managing  - Executing

Analyze/Transition

Preparing a Change 
Management Strategy

Track & Report Readiness

Conduct/Analyze Organizational 
Readiness 

Assessment Survey’s parts 2-6

Develop/Deliver Training 
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Tracking, reporting and analyzing feedback – pre-implementation survey for stakeholders’ “Awareness of Change” (ADKAR), functional impacts resolution and tracking, system/parallel testing surveys, training surveys, post-implementation Change Management Survey (stakeholders), post-implementation Change Management Review (Control Book/Lessons Learned)

Transition Plan – Corrective Action Plan, change management support and ownership roles/responsibilities, post-implementation workshops (key end users)

Celebrate – milestones/successes and implementation success



Change Management Processes

Take final control book 
measures and compile/present to 

sponsors

Celebrate Successes

Repeat as determined prior
to project 

(monthly, bi-yearly, annually, etc)

Managing - Planning

Managing  - Executing

Analyze/Transition

Preparing a Change 
Management 

Strategy

Gather Feedback & Implement 
Necessary 

Corrective Actions

Implement Knowledge
Transfer and Resistance 

Management
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Tracking, reporting and analyzing feedback – pre-implementation survey for stakeholders’ “Awareness of Change” (ADKAR), functional impacts resolution and tracking, system/parallel testing surveys, training surveys, post-implementation Change Management Survey (stakeholders), post-implementation Change Management Review (Control Book/Lessons Learned)

Transition Plan – Corrective Action Plan, change management support and ownership roles/responsibilities, post-implementation workshops (key end users)

Celebrate – milestones/successes and implementation success



Process mapping

Project Management Change Management
Project Initiation

Project Planning

Project Executing

Project Monitoring/
Controlling

Project Closing

Preparing for Change

Managing Change

Reinforcing Change



Change Management within the Project Life Cycle



Managing Change

All Project 
Teams

I 
N 
P 
U 
T

Functional 
Impacts

Successful System Implementation

End Users

Readiness 
Checklist

Master Readiness Tracking 
Spreadsheet

Functional Impacts 
Documentation

DTI Readiness Methodology



Managing Change

Executive Sponsor Reporting Samples
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Intended Use

This report gives a high level overview of the status of major project milestones. This report provides an opportunity to share the progress made so far and to validate that everything is in good shape to continue. Based on this report the project is ready to proceed to the next stage of work

The project status is indicated by a red – yellow – green color scheme.

Sections include:

Project status regarding timelines and budget.

Organizational Readiness – comment on the customer’s readiness to proceed to the next stage

Training – comment on the status of training development/deployment milestones (if applicable).

Issues – Note the status of any outstanding issues and the resolutions agreed upon

This report should be provided to the Project Director from the Project Manager/Leader

Frequency

Monthly in the beginning of the project

Weekly towards the completion of the project

Depending on risks, issues etc., frequency could change

Audience

Executive Sponsors

Business Owner 

Executive Directors



Major Projects Readiness Status Report

Intended Use

This report lists critical readiness tasks and the status of each organization/department as to completion. The status is indicated by a red – yellow – green color scheme.

This report should be provided to the Project Director from the Project Manager/Leader

Frequency

Monthly in the beginning of the project

Weekly towards the completion of the project

Depending on risks, issues etc., frequency could change

Audience

Executive Sponsors

Business Owners

Executive Directors



Achieving Successful Change
1.

 
Dedicate resources to Organizational Change 
Management

2.
 

Secure visible Executive sponsorship early in the 
project

3.
 

Repeat key messages early and often
4.

 
Involve employees in the change process

5.
 

Create a transition strategy with achievable 
timeframes



Post change
•

 
Change can be very fragile even after a  great 
success.

•
 

Ensure new processes do not become tradition in 
the long run.

•
 

Keep the momentum going with small incremental 
changes.

•
 

Protect the victory and hail those responsible, 
make them own the change, but ensure they do 
not overprotect and become complacent. 

•
 

Create a dynamic culture, ready to respond to any 
number of changes and challenges.



Closing thoughts

Change is not made with out inconvenience,
even from worse to better

Samuel Johnson 

Thank you, till we meet again
PN



Bibliography/Reference
Survival is not enough –

 
Seth Godin

Leading Change –
 

John P. Kotter
The Heart of Change –

 
John P. Kotter, Dan S. Cohen

PROSCI Web site
State of Delaware Change management processes


	National Association of Legislative Information Technology �2007 Professional Development Seminar
	Overview
	Change……
	Choice
	Expectations
	Why Change is hard?
	Change Expectations----
	2005 Best Practices in Change Management report from PROSCI
	Different types
	Resistance Management Plan
	Different Strategies
	Changes – Leadership Vs Management
	While changing
	Incremental small changes
	Why  CM in PM?
	DTI Change Management Objectives
	Change Management Processes
	Change Management Processes
	Change Management Processes
	Change Management Processes
	Process mapping
	Change Management within the Project Life Cycle
	Managing Change
	Managing Change
	Achieving Successful Change
	Post change
	Closing thoughts
	Bibliography/Reference

