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ABOUT US

KCNSC is a multi-mission engineering and manufacturing enterprise that
delivers trusted national security products and government services.
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Do You Ever Feel This Way?

https://www.youtube.com/watch?v=esXwnno9jns&t=12s
(Greenfield, 2013)

The Trouble with Change
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https://www.youtube.com/watch?v=esXwnno9jns&t=12s

Transition Mlanagement (TM)

What

* Focused engagement with those
impacted by change

» Effective communication & consistent
reinforcement of need for change

* Acknowledgement of emotional
evolution brought on by change

* Most effective when addressed in
parallel with project management

* Progresses at a slower pace than project
management
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Why

Most change initiatives ultimately fail over time
because they overlook the critical emotional and
cultural factors influencing individuals

Increased transparency
Minimized disruptions to change
Greater job satisfaction / employee morale
Less turnover = more talent retention

Cultivates culture of Innovation

Two dimensions of change

- People -
Awareness Desire Knowledge Ability Reinforcement

Successful Change

Business Concept & . Post-
. Implementation .
Need Design Implementation

- Organization -

Change begins with understanding why

* What is the nature of the change?
* Why is the change needed?
* What is the risk of not changing?

Change involves personal decisions

= What's in it for me (WIIFM)?

* A personal choice

- A decision to engage and participate

KNOWLEDGE

Change requires knowing how

* Understanding how to change
= Training on new processes and tools
+ Learning new skills

ABILITY

Change requires action in the right direction

» The demonstrated capability to implement the change
Y + Achievement of the desired change in performance or behavior
Y

u i
Bl REINFORCEMENT

R

Change must be reinforced to be sustained

= Actions that increase the likelihood that a change will
| be continued
* Recognition and rewards that sustain the change

Transition Management Directly Supports Desired Business Outcomes
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Transition Management as the linchpin for Strategy
Success

“When specifically looking at strategic initiatives, organizations report that only 52 percent of
these are successful”

(“2014 Pulse of the Profession: The High Cost of Low Performance”. PMI, Jan. 2014).

“The organization lacks change management skills” is the most frequently cited reason for the
failure of strategic initiatives

(“Why Good Strategies Fail: Lessons for the C-Suite”. Economist Intelligence Unit, July 2013).

Only 18 percent of organizations report being highly effective at organizational
change/transition management

(“Enabling Organizational Change through Strategic Initiatives“. PMI, Mar., 2014)
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Why is Transition Milanagement

Important?
- - o
Without Transition Management
Current Transition
o m < o

Projects Using TM Are 7x’s More Likely To Succeed

“Unclassified Unlimited Release — Internal Only"

With Transition Management

Current Transition
State State




Change Management vs.Transition

Process Fucus — Tangible (e.g., replacement for ERP)

Change Current
Management State
Sequential

I[terative

Awareness
Transition Current Desire
Management State I
Knowledge

Ability

People Focus — Emotional (e.g., anxiety, confusion, acceptance, enthusiasm) Reinforce

Organizations Change and People Transition

“Unclassified Unlimited Release — Internal Only"



Transition Phases of Emotions

%

Enthusiasm

. Energy
Normal Productivity Hope

Denial  Anxiety Shock Impatience
Acceptance

Anger/Frustration Skepticism

Confusion Creativity
Stress

Avoidance
7
Change is an Emotional Journey for Everyone
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ADKAR MODEL

ADKAR element Definition What you hear Triggers for building
Why?
@ Awareness Of the need for change “l understand why...” Why now?

What if we don’t?

WIIFM
“l have decided to...” Personal motivators
Organizational motivators

To participate and

Desire support the change

Within context (after A&D)

Knowledge On how to change “l know how to...” Need to know during
Need to know after

Size of the K-A gaps
“l am able to...” Barriers/capacity
Practice/coaching

- To implement required
Ablllty skills and behaviors

Mechanisms

Reinforcement To sustain the change “I will continue to...” Measurements

Sustainment

® ® ©® ©

Greatest Barrier to Change is Lack of Awareness

“Unclassified Unlimited Release — Internal Only"



TRANSITION MANAGEMENT TOOLS (PROSCI)
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ADKAR EXERCISE

Think of a personal change in behavior you are trying to influence a friend, family member or work
associate to make. How would you assess their level of...

ADKAR element

Definition What you hear

Select a score between 1 and 5. The
scoring scale is [1 = None], [2 = Some],

[3 = Neutral], [4 = Most], [5 =
Complete]

Triggers for building

@ Awareness

® Reinforcement

M

Of the need for change “l understand why...

To participate and

“l have decided to...”
support the change

On how to change “l know how to...”

To implement required

HI M
] _ am able to...
skills and behaviors

To sustain the change “1 will continue to...”

“Unclassified Unlimited Release — Internal Only"

Why?
Why now?
What if we don’t?

WIIFM
Personal motivators
Organizational motivators

Within context (after A&D)
Need to know during
Need to know after

Size of the K-A gaps
Barriers/capacity
Practice/coaching

Mechanisms
Measurements
Sustainment
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Select a score between 1 and 5. The
scoring scale is [1 = None], [2 = Some],

ADKAR EXERCISE bRl

Think of a personal change in behavior you are trying to influence a friend, family
member or work associate to make. How would you assess their level of...

5 = = = = o =
I I I I I I I I I I
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AWARENESS DESIRE KNOWLEDGE  ABILITY REINFORCEMENT
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Change Agents / Influencers
- Make efficient use of resources to extend the scope and reach of a change

- Enhance communication by increasing the flow of information across an
organization

- Align change objectives at all organizational levels
- Build credibility for a change through peer-to-peer engagement

- Boost ownership of the change through increased engagement of impacted
groups

“Unclassified Unlimited Release — Internal Only" 18



Keys to successful Transition Mlanagement

Clear ownership of the transition process
and its outcomes

Consistent employee engagement

Prepare an approach, manage the change,
and sustain outcomes

KEEP

PEOPLE
INSPIRED

A KEEP e
*@1 PEOPLE
& INTERESTED @
KEEP o
@ PEOPLE 9
INVOLVED

!’@ ;
INFORMED s

Leaders serve as the “voice” for change -
Clearly communicate the rationale &
personal benefits (WIIFM)

Pulse personnel throughout process &
proactively address their needs

Ensure the right people are strategically
positioned and empowered to affect change

We're Not Changing Everybody...We Are EVOLVING!

“Unclassified Unlimited Release — Internal Only"
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Industry
Benchmark
Change
Models

Navigating Change

5 Leadership Frameworks that guide you through the process.

Kotter's 8-Step
Model

How to Use:
Follow 8 steps:

* Urgency

* Coalition

* Vision
Communication
Remove obstacles
Short-term wins
Build on change
Anchor changes.

When to Use:

For big organizational
changes needing
engagement.

ADKAR Model

How to Use:

Focus on five areas:
Awareness
Desire
Knowledge
Ability

« Reinforcement.

When to Use:

Bridges'
Transition Model

How to Use: When to Use:
Manage 3 stages: For emotional
» Ending changes like

Lewin's Change
Model

How to Use:
Use 3 steps:
e Unfreeze
» Change
« Refreeze

When to Use:

For clear start-to-end
changes, such as
when changing
organizational
structures or
processes.

« Neutral Zone layoffs or big
* New Beginning culture shifts.

For personal or small team changes @
where individual buy-in is crucial.

EDIDINIvIY

When to Use:

McKinsey’s 7-S
Model

How to Use:
Align seven
elements:

« Strategy

« Structure

« Systems

« Shared Values
» Style

o Staff

« Skills

For complex, multi-faceted changes affecting
many parts of the organization.
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https://www.youtube.com/watch?v=I-gQLqv9f4o0
(Participant, 2013)

“It’s everybody'’s duty to give the world a reason to dance’
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Questions?
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