Continue

Change management strategy template prosci
Proscis's communication checklist draws from over 20 years of benchmarking research, giving you access to the best practices when communicating about change in your organization. Use the checklist as an audit for current change management activities, or use it as a guide when planning new
initiatives and projects. 10-question change communication checklist Are you: 1. Use the preferred senders to deliver communication in your organization? Benchmarking research shows that employees prefer to hear messages from two people in the organization: The sponsor of the change (person at
the top of the change) about business issues and reasons for changing Their immediate supervisors about the personal impact of the change 2. Answering the questions, Why does this change happen? and What is the risk of not changing? When individuals learn about a change, their first question is:
Why does this happen. Top executives tend to focus on the vision of the future state, and project teams tend to focus on sharing their big new idea. However, the initial communication about a change should focus on why the change is happening. And don't forget to continue and reinforce why throughout
the project, especially if time passes between your first communication and the start of implementation. 3. Answer the question, What's in it for me (WIIFM)? Making a change is a personal choice, no matter what senior executives think. Communication about change must appeal. To be effective,
communication must be gained on what an employee cares about and values. To get their support, you need to provide a compelling case for how they will be better or what they get out of engaging in the change. Answer WIIFM (what's in it for me?) early and often in your communication. 4. Resist the
urge to communicate through the project team? Employees prefer to hear messages from two people in the organization, nor is the project manager. One of the biggest and most common mistakes you can make is having a project team that sends all the communication. 5. Use face-to-face
communication? Face-to-face communication was identified as the most effective form of communication. Although it is more time consuming, do not underestimate the value that face-to-face communication creates. 6. Repeat important messages five to seven times? It is important to repeat important
messages a number of times. The first time you announce a change to employees, they often wonder how it will affect them and not focus on the details of what you're communicating about. Repeated important messages ensure that what you want to get across is heard by employees. Share messages
more often than you think you need. 7. Create opportunities for two-way communication? You need to create and plan for two-way communication. Give employees the opportunity to share their concerns, provide feedback, and ask questions. Two-way communication creates purchasing and in real time.
8. Prepare the communicators to deliver effective communication and have the necessary conversations? One of your key roles will be to prepare the preferred senders (such as managers and supervisors) of change messages. This includes sharing with them the important messages that need to be
delivered, creating alignment between different senders, and scheduling the delivery sequence. It also includes educating them on how to deliver important messages. 9. Find effective ways to reach your audience? A comprehensive communication plan uses many channels to reach employees. This may
include meetings, one-to-one conversations, newsletters, presentations, brainstorming workshops, lunch and teacher, Intranet Q&amp;amp; A forums, screensaver messages, etc. Get creative about how you communicate and gather employee feedback. 10. Use assessment tools to evaluate the
effectiveness of communication messages? Communication cannot be displayed as a scheduled activity, delivered, and then checked by the list of work to be done. You'll need to find ways to make sure employees hear and interpret the messages you're trying to send. Assessment tools help you identify
when you haven't communicated effectively or when the message is misinterpreted so you can continue to correct and fine-tune your communication. How do you know if your change management approach is set up to succeed? Using the Prosci methodology as the basis, we have created an easy-touse checklist to guide you through your approach to change management. Use this checklist when examining the following elements of change management strategy: Change planning Change Management Readiness Sponsor Communication Coaching Resistance management Training Reinforcement
This checklist is especially useful as you prepare for upcoming initiatives, analyze the progress of current initiatives, and discuss change management with others. How to use the checklist The explanations below will review each item in the checklist, why this item counts, and how to implement it. Change
management scheduling A structured approach to change management was cited as the number two contributor to best practice success in change management – the 11th Edition. Further analysis of the data shows a direct correlation between the use of a structured methodology and change
management efficiency, and the effectiveness of change management is directly linked to project success. Keys to implementation: Use a structured and planned approach Make sure you have the necessary resources Start change management activities at the beginning of the project, not as an
afterthought or add to change management readiness Implement change readiness and organizational readiness assessments clarify where you are today and what you need to do next. The correct amount of change management depends on both the change you are implementing and the groups that

are experiencing change. Do not consider to consider; Make sure that the outputs are going to give you important insights and influence your future actions Customize your change management strategy and plans to fit with the specific change you manage Sponsorship Effective sponsorship was cited as
the best contributor to success in each of Proscis's eleven benchmarking studies over more than twenty years of research with more than 8,000 participants from 85 countries. In the latest study, more than half of all participants rated the sponsors' understanding and implementation of change
management as less than adequate. Keys to implementation: Don't assume that your sponsors know what it means to be an effective sponsor of change; there are often gaps in sponsorship knowledge Remember that sponsorship is more than signing a name for a project charter; It involves active and
visible participation with the project team, employees and other senior managers Communication communication will be essential to build awareness of and desire for changes. Frequent and open communication was cited as the main success factor in best practice in change management – 11. Keys to
implementation: The most effective communication is face-to-face, so do not rely solely on broadcast forms of written and electronic communication Involving both important senders of change messages, including senior business leaders (for notifications of consequences of change on the organization)
and immediate supervisors (notifications of consequences of change on the individual and What's in it for me) Coaching The role immediate supervisors play during change is critical. They are the preferred sender of messages about how the change affects a person, and they play a central role in
identifying and managing resistance. Middle leaders were cited as one of the main opposition to change in the latest reference report. Engaging them as coaches helps to solve some of the main causes of manager resistance. Keys to implementation: As with sponsors, don't assume that managers know
what it means to be an effective coach- some of the best managers are not effective change managers without the right knowledge and support Give coaches the information they need to be the senders of important messages about how the change will affect individuals Opposition to change of staff and
managers have been cited as the best obstacle to project success in Proscis's last eleven benchmarking studies. The most common causes of resistance are not related to the solution you are implementing. Instead, they are often related to the current state and potential misinformation in your
organization. Keys to implementation: Be proactive about managing resistance by identifying what it might look like and where it might come from You can often prevent or reduce the most common causes of resistance by just thinking through your change management activities earlier in the change
lifecycle Training Training is an important to build knowledge about how to change and the ability to change. Many change practitioners are heavily involved in the training part of a project. Count on best practices when planning and facilitating your training. Keys to implementation: Focus on planning and
design (including training needs assessments and engagement with affected audiences) as this was listed as the best success factor for project-specific training Make sure that training is delivered on time, when employees are in the knowledge and skills stages of the ADKAR model reinforcement If
people go back to the old way of doing things after implementation, you don't just have a waste of time and resources , but the solution will not generate the benefit or return you expected. While Reinforcement is often overlooked, it is the bridge between the period of change (transitional state) and how
things will be done after implementation (the state of the future). Keys to implementation: Be proactive, systematic and explicit when developing the mechanisms to reinforce the change Engage sponsors and coaches in Reinforcement as they will be key to creating the expectation that the change will be
maintained Accelerate change with a structured approach checklist for your change management approach can enable you to be proactive, systematic and thorough in the change management work. The people side of the change are too important to be left to chance. You can accelerate the change and
minimize disruption by thinking ahead and applying a structured approach. Keep in mind that change management isn't: Only communication only addressing resistance Only training Only sponsorship Only consider only identify and reduce risk Only inform people Change management is the process,
tools and techniques to manage people-side of change to achieve a necessary business result. By understanding individual and organizational changes, and the tools you have to influence change, you can accelerate change adoption in your organization. Organization.
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