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Objectives for Today

Explore holistic approaches to upskill executives,
v~ business leaders, line managers and HR to future-
proof organizations

v Identify the unigue challenges of building change
readiness remotely

Learn how to promote interactivity for a global
audience using discovery learning and practical
applications
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About RGP

RGP is a Global Consulting Firm that enables rapid
business outcomes by bring the right people to create
transformative change.
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We've worked with 86 of the
FORTUNE 100
Helping the world’s largest companies
compete, comply and thrive.
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Annually serve over
2,400 CLIENTS
Helping locally and globally
across 70+ practice offices.

Delivering projects in over
48 COUNTRIES
Serving our clients wherever their

business takes them.
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POLL:
What best describes your role?

__Lead L&D function
__Individual contributor in L&D

__Lead other HR function (such as Talent Management,
Organizational Effectiveness, Diversity & Inclusion)

__Individual contributor in other function (such as Talent
Management, Organizational Effectiveness, Diversity & Inclusion)

__Other (please write in Chat Box)
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Change in Context



Change Management is...

the process, tools and techniques to manage the people
side of change to achieve required business outcomes,
through a systematic process to:

" build support

= jdentify and develop new ways of working &

knowledge
= address resistance
= sustain the change




VUCA changes in today’s workplace

Changing Covid-19 Technology: Al
Demographics Robotics, etc.
Slow Growth in
Trade V\:arsh/ | Developed/
>upply chain Emerging Markets
disruptions
Low employee Staff Reductions/
engagement Flatter Organizations

Shift in Employee/Employer Compact

1 Army War College terminology
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Change: business imperative for growth

BUSIMNESS PERFORMANCE
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What are the top 1-3 VUCA changes
in your organization?




Change is disruptive
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Change management = better outcomes

A good or excellent change management capability can increase the probability of your transformation’s
success by a factor of 6X

Percent of Study Participants Who Met or Exceeded Objectives

*

100% 93%,

Includes

benchmarking
from over 80%
4000 global
companies.
Summary of | 60%
results over
the past 10

years 40%

20%

0%

Poor Fair Good Excellent
(n=496) (n=1441) (n=1796) (n=354)

Change Management Effectiveness

- ]
sta from 2007, 2008, 2011, 2013, 2015, 2017
ADN
D
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RGP Return on Change™ Model
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%, the future
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= MAKE IT STICK
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POLL:

About your organization’s approach to
Change Management:

1 Have a dedicated Change Management function / COE
1 CM capabilities are distributed across the organization
[ Don’t have CM capability but building this now

[ Have no CM capability

1 Other
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Your most successful change initiative:
What made it so effective?




Upskill executives, business leaders, line
managers and HR



ldentify and engage stakeholders

Examples of key stakeholders for change

L&D
builds skills and

capability to ensure
future state execution /
achieve business goals

EMPLOYEES
/have different stakes
b/ related to change:
positive, negative,

| ' \ neutral

I , \

: CHANGE SPONSOR !

provides resources, removes I
’._,(_L barriers, acts as a visible 2
: l\ champion and provides Yes/ 4
£ ‘ No decisions at key intervals

CHANGE \LINE MANAGERS
CHAMPIONS

are conduits for change
messaging / are direct
role models & provide
direction and
reinforcement

i atd

visibly embrace the
change / tapped to serve
as informal advocates in
meetings and interactions
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Upskilling requirements by key stakeholder

L&D

Provide model for
change, Playbook and
prioritized plan for
upskilling

| EMPLOYEES

/  Need awareness of new ways
of working, roles and new
.~\' skills as needed

-
CHANGE SPONSOR
Define what “good looks like”
as a role model, providing
\ visible reinforcement and
regular progress updates
7 > \

CHANGE
CHAMPIONS

Define role, provide
training for how to
engage with others
effectively

LINE MANAGERS
I Provide communications
V' toolkits and FAQs /
Involve at each step of
the change




What stakeholders need to know

1) What is the change?

2) Why is the change needed?

5) What support can you expect?

4) What will you need to do differe’hf'l.y? -3) What does the change mean for you?

3 atd
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Track where stakeholders need to be:

AUBO Model
OWN
BUY-IN “| live it.”
UNDERSTAND “I like it.”
AWARE “Igetit.”

“| have heard about it”




Fit-for-purpose CM tools

RGP CM Tools & Training

ALIGN: ACCELERATE ROC & ENGAGE: DESIGN STRATEGY & SUSTAIN: ENABLE BUSINESS AS
EMPOWER LEADERSHIP DEVELOP ORGANIZATION _ USUAL / MAKE IT STICK
I I | I D | D S
Impact Assessment Communication Plan Stakeholder Management Tool
ChangeRoadmap

Leadership Action Plan Training Plan I Knowledge TransferPlan
— é The Trning Deveicament Process E sty Tt Pan Semats: er
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Upskilling during Covid-19:

What has been your organization’s biggest challenge?
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Building change readiness remotely

Covid-19 has required that we all step up into higher levels of
self-management and transformation. People who are
unstoppable, advanced learners are at the heart of this shift.”



https://www.unstoppablelearners.com/

ldentify & address learning challenges

REMOTE LEARNING

Need to set expectations
Remote at every level of
organization

Use technology and
cloud-based tools for
more opportunities

Unequal
Access

Use knowledge sharing
Lack of tools

Community Encourage virtual cohorts
of change champions



Engage & connect for learning retention

THE AGES MODEL

All four conditions — attention, generation, emotions
and spacing — need to be fulfilled for learning to occur.

ATTENTION: Eliminate distractions /
engage learners

GENERATION: Learn, contextualize and
apply

EMOTION: Activate emotional
response for learning and memory

SPACING: Sequence learning over time

to build retention

Source: Lita Davachl, Tobias Kiefer, David Rock and Lisa Rock
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What actions have you found
to be successful to build learning
engagement?

9 atd




Interactivity for a global audience using
discovery learning and practical
applications



Remote learning case example

One Design: Building Change Capabilities during Covid-19

Analyze AS
IS and TO BE
state

Build
infrastruct-
ure

» Build alignment with program participants,
change sponsors and managers and cohort
» Alignment pre-work

ALIGN

Design, devel
deliver ALIGN,
ENGAGE &

SUSTAIN virtual
sessions

+ Create OT] application before,
during and after

» Deliver virtual coaching re:
Change Action Plans

» Provide sponsors with
reinforcement guide

ENGAGE

Reinforce
change with

accountability
for action plan
implementation

SUSTAIN

» Build governance and structure
» Create metrics and tracking
» Adjust CM as needed




Virtual design based on RGP model

SESSION 2 SUSTAIN

* |dentify and communicate
meaningful wins

SESSION 1: ENGAGE * Create an action plan to

initiate and sustain change:
Day 30, 60 and 90 Day

ERING PEOPLE ALONG

*  Assess change readiness

ALIGN * Develop sponsorship

* Understand role of Change commitment
Leaders: desired outcomes, * Communicate change:
available support and personalized messaging
resources with right sender / receiver

* Understand phases of *  Create commitment for
change and ROl of change change with inclusive
management behaviors

® A“gn with enterprise *  Build trust and address
change initiatives resistance

| Align, Engage, Sustain based on the RGP Return on Change™ Model. |

All sessions included pre-work alignment, case examples from homework and action planning




Build new habits for change

SUSTAIN TRANSFORMATION

Make it

easy v/ Leaders walk the talk (earn stakeholders’ trust)

N ELCH Make it v The “WHY" is clear, relevant and compellin
attractive satisfying ’ Peling

v/ Employees know what is expected, are ready, willing
and able to execute

v/ Change Mgmt. is integral in project planning &
execution

v/ Clear accountability, metrics, tracking and calibration

Actions to drive change up, down and across:
What, So What, Now What v/ Learnas we go and incorporate intor new “business

as usual”

Source: Atomic Habits, by James Clear

i atd
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What is one thing
vou intend to APPLY?
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Final Q&A

RGP

WWW.rgp.com

For additional resources or conversation, contact:
Marjorie Derven / 845-826-1509
Marjorie.derven@rgp.com
Patricia Reyes / 718-567-7095
Patricia.reyes@rgp.com

'RG'P THANK YOU! m ‘]‘l’d
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