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Programme

2:20 PM  Welcome and introduction

The importance of change as the key driver behind
benefits realisation

Our approach to change management
+ Getting off to a good start — the change workshop
* Leading change throughout the project

Wrap-up and thank you!

NI

Poll How many of your total project
O resources do you spend on change?

> 50% 35-50% 20-35%

10-20% <10%
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F
Change of behaviour is the “weak link”
z

Our approach to change is based on two principles

1 C_hange must be Iim_(ed New behaviour Benefits
directly to the benefits

2 It must be easy to work with
change
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The change track must be unfolded 3
To make it easy to work with change, the work must fit in with the way we lead projects
Analysis Execution
Change Leader- Business Plan and Change  Designand  Training Launch Change
workshop res\?ifw case input collect data plan development support
Follow up on progress, learning and broad communication
:

1 Behavioural design
(Kahneman)

2 Overcoming resistance to change
(Maurer)

3 Change via network
(Herrero and Gladwell)

Our change model is
based on behavioural
design and the best of
other change
management theories
and data

4 First-line managers as key role in the change
(Oxford and Implement) i

Y/

Said

oxrorD
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Behavioural science

The
elephant

Intuitive

Quick

Automatic

Low energy consumption

Warm

Online

Analytical

Slow

Conscious

High energy consumption

Cool

Offline
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Change deliverables and objectives S
of the analysis phase

Deliverables Objectives

> Description of the expected new behaviour Ensuring continued ownership of the change among <
: benefit owners

> Overview of expected change activities Ensuring ownership among line managers and <
ambassadors

> Estimate of the change effort A creditable plan for how to make the change <
happen

> Plan for the change effort
... for each employee group or track
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NI

The four parts of the change workshop

Leadership )....{ Business
review case input

Set a destination A Describe the B Reactions to change Barriers in the D
—and discuss WIIFM behaviour and individual barriers surroundings
« Are these the right benefits? What do we need to: « What reactions could the change « What other barriers could the change
ing? ing?
* Have we missed any benefits? + Continue doing bring? bring?
. . » How do we best overcome » How do we best overcome these
+ And most importantly for the + Stop doing Hiane o a0
workshop: what are the benefits for . Start doing individual (personal) barriers? barriers?
? —
our team? ... to reach the destination?
Overcoming resistance to change (Maurer) Tools: poster Tools: poster Tools: poster

GEVINSTER FR
VORES TEAM

Change ). ..
workshop

I like it (no resistance — positive to the change) 0
| don’t understand it (logical, rational reaction) 1
| don't like it (emotional reaction) 2

Resistance to
change
(RICk Maurer) | don't like you (reaction to lack of trust)
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The four parts of the change workshop e

workshop | review

Business

Leadership
case input

Barriers in the
surroundings

Describe the
behaviour

Set a destination

B Reactions to change
—and discuss WIIFM

and individual barriers

« Are these the right benefits? What do we need to: « What reactions could the change « What other barriers could the change

ing? ing?

* Have we missed any benefits? + Continue doing bring? bring?

. : . f « How do we best overcome « How do we best overcome these
And most importantly for the Stop doing individual (personal) barriers? barriers?

art doing

.. to reach the destination?

workshop: what are the benefits for . St
our team?

Overcoming resistance to change (Maurer) Tools: poster Tools: poster

Tools: poster

The barrier wheel

Organisational barriers

Groups

Is there anything in the group that works
against new behaviour? E.g. in language or
conversations or in the attitude towards
management? Are there groups in the group?

Organisational structure

Are there any factors in the organisation that
counteract the desired behaviour? E.g. in
rules, values, resources or organisational

structure?

Norms and culture

Does the organisational culture enable the
desired behaviour, or are there organisational
norms that stand in the way of being able to
create change?

%%,
%0, 2,
‘ &

§e
50O ooD
5
%'J» The individual
o

% <

S ———

——
Individual barriers

Sass9001d

Change Y. .| Leadership
workshop review

Business

case input

Technical barriers

Te and

Are technological tools, aids or a new physical
environment needed to implement the new
behaviour?

Processes

Are there parts of the current processes that
work against the change of behaviour?

Products and services

What new products or services, if any, are
necessary to implement the new behaviour?

What reactions to change can we anticipate in each employee, and how should we
deal with them? What competences create the conditions for the new behaviour?

Designed by Mads Herskind and Rasmus Rytter with inspiration from Grech, Horberry and Koester (2008)
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The change plan

Kickoff

ADKAR* element in focus Awareness
Prepare approach
Change phases Define purpose, benefits and change
approach

Collectinformation+ Plan the change

Key change activities for onboard incl. behaviour,
. ambassadors and training and CM
the Implementation managers support
Team

Close dialog with technical track and busi

Senior LeaderShlp Build a coalition of sponsorship with

peers and managers

People Manager

Key plans

Communications The why, why now, what if we don’t
(based on benefit map) at morning meeting in

each department (with time for questions)

Communicate directly
with loy

Communicate and advocate for the change

Change

workshop

Go Live

Desire Knowledge Ability
Manage change
Initiate change activities, track change management performance, adapt
actions as needed

Detailed design
of behaviour +
overview of pros
and cons

Adjust comms and
training material
based on initial
feedback

Training, prep of go-live
and resistance
management

to ensure full alij

Actively and visibly participate throughout the project

Participate and
the new ways of working

Act as liaison and coach through the change

0Ongoing communication and status updates on key milestones

Training comms and
acknowledgement of worries
(based on input from WS)

“Whatis in it for me”

(based on input from WS)

Prepare training strategy and material

Training

*ADKAR elements describe individual progress and need to align with the lifecycle of the initative.
NB! In agile changes we should align “ability” with each release

E.g. online training environment, e-learning, peer-to-

Conduct training
peer-training

shared overview of the change journey

Go-live comms and
celebration

Business
case input

Leadership

review

Initial benefits

Reinforcement

Sustain outcomes
Review performance, activate sustainment
and ensure ownership is transferred

Organisational change management support

Ensure that managers and ambassadors have to
support needed

Ensure that resources and focus remain on the change
until new ways of working are integrated

Manage resistance

Reinforcement communication

Training follow up

E.g. user adoption, user satisfaction survey, tickets
in system

Change deliverables and objectives

of the analysis phase

Deliverables

> Description of the expected new behaviour

> Overview of expected change activities

> Estimate of the change effort

> Plan for the change effort
... for each employee group or track

Change

workshop

Ensuring continued ownership of the change among <

Ensuring ownersh

A creditable plan for how to make the change <

=

....[ Business
case input |

Leadership

review

Objectives

benefit owners

ip among line managers and <
ambassadors

happen
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Backstage
leadership

Project manager/change specialist
(practises backstage leadership)

First-line managers/ambassadors

(primary creators of change)

i
i

Employees/groupings/networks

(new behaviour creates more new behaviour)

“Tipping point” for
change of behaviour

—_—

{} New critical mass —
conformity achieved

Spreading new behaviour
(employees)

{? First critical mass

achieved
Relatively quiet period New behaviour is spread New behaviouris
implemented
Time

10
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Reflections
and questions

Thank you. — .

< c O & al Qe %« @ »0a:

£ Apps [l Implementlinks @b 1L Workspace -201.. I Virtal planning du... il Ambu-P9M  ul Portfoio prototype. » Other bookmarks.

See you at the masterclass tomorrow ©

INSWITNI

BENEFITS
REALISATION

h to proje

Helena Bograd Rasmus Rytter Visit our benefits realisation community site to get more inspiration.
hebb@implement.dk rry@implement.dk Here, you will find cases, events, templates, courses, videos,
+45 2092 4819 +45 3085 8063

presentations etc.
implement.dk/benefits
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