
Analyze 

An important skill to ensure proper use of data is the ability to analyze 
and evaluate. This will enable the development of good insight as to the 
nature of the problem. The analysis must start with having the specific 
issue and needed resolution foremost in mind (Calvert, 2015). 

To develop a clear understanding of the desired change, it is beneficial to 
compare the current situation to the ideal one. Identifying the gap that 
exists between what is and what could be defines the scope of the 
problem (Castelli, 2016). 

This step leads to the development of a Problem Statement which should 
highlight the gap between these two states and express the need for 
focused investigation and solution implementation to achieve the goal 
(Morgan, 2018). 

Consider the evaluation data being used and ensure there are no 
extenuating factors that may be altering its validity. It is important to 
ensure the data is generated correctly, through questioning that is focused 
on the change. End user context must be captured to ensure individual 
perspective is given consideration as the solution is developed (Castelli, 
2016). 

Finally assess stakeholders change readiness and categorize according to 
Rogers Diffusion Theory. This will ensure proper communication 
strategies are employed for each group (Rogers, 2013). 



Strategize 
Developing a multi-stage plan for both the creation of the change elements 
and the institution-wide implementation of the change is essential to ensure 
integration of the new normal. Digital leadership requires careful 
development of a strategic approach to encouraging change adoption 
(Sheninger, 2018). 

Identify the deliverables and the organizational requirements, and create the 
implementation plan.  Decisions made during this phase should include 
considerations for time, cost equipment, resources, infrastructure, and 
communications (Watt, 2014). 

Leadership needs to understand that implementing learning technologies will 
require different approaches for the diverse end-users with varying skills and 
attitudes toward innovation. Project leaders must recognize that by 
identifying the various end-users and strategically target and engage 
everyone in the organization, from the champions to the laggards (Rogers, 
2003). 

Planning for possible risks and developing contingency plans are vital to 
ensuring the implementation is successful. Project leaders must identify and 
calculate risks that may occur during the process and after deployment, and 
determine how to minimize these risks (Glor, 2003). 



Vision and Communication 
Successful project management requires a clear vision of the future and the 
positive results that will be generated by the proposed change. Through the 
telling of a story, a company can provide a sense of purpose for each learner. 
Enabling learners with the ability to act, providing inspiration for a cohesive 
view, and taking a top-down modelling approach allows learners to see and 
feel the togetherness of the company (Al-Haddad & Kotnour, 2015, p. 239). 
Instruction and materials being provided should include, but not be limited to: 
technological resources, training materials and mentoring, as well as, 
assistance or help line request protocols. 

The word leadership is derived from the word lithe, which means to step 
ahead (Sarder, 2015). By implementing a clear vision and communicating this 
vision through different tools, the organization can clearly outline the path for 
forward movement. Leadership manifests itself through motivation and the 
sharing of a common vision and the communication of that vision to the 
stakeholders on the team (Watt, 2014). Instituting a top down model, 
including stakeholders, and providing an open discussion platform, allows for 
creativity and the ability for all to feel heard. This process can mobilize talent 
and bring opportunities forth to the company in order to better strategize the 
implementation process (Al-Haddad & Kotnour, 2015, p.239). 

The following form provides opportunity for discussion and clarification 
around the vision and communication for change: 

Organizational Goal 
What do we hope to achieve? 

Organizational Benefits 
How will this better the organization? 

Impact to Stakeholders 
What would be the benefits or 
consequences? 



Transition & Implementation 
The implementation phase is when the work of the change plan begins (Watt, 
2014) and the leader must continually champion for the cause and remind 
stakeholders of the shared vision (Sheninger, 2018). It is important to oversee 
each individual stage of the plan to ensure the direction of the project is 
maintained and to make any adjustments in response to unexpected situations. 
To that end, the project manager will ensure that the project remains in scope 
of the original plan by comparing the status of each deliverable to the 
timelines specified in the plan (Watt, 2014).  

It is at this juncture, that it is crucial that the project sponsor and other 
stakeholders be kept apprised of any changes to the project plan, and all risks 
associated to those changes. This speaks to Weiner’s (2009) theory of 
organizational readiness for change as it correlates to the level of commitment 
of an organization to enable the successful implementation of a change 
initiative. Specifically, that stakeholders will make informed decisions to 
support the success of the project, or choose alternative options because they 
believe in the value of the change. 



Adoption of Change 

In this phase of the implementation cycle, project leaders will determine 
whether the innovation will meet the needs of the institution and its 
stakeholders and decide whether, in practice, it remains in alignment with the 
organizational goals, as envisioned in the early planning stages.  The decision 
to continue using, replace, or terminate the innovation will occur during this 
phase.  Rogers (2003) postulated that this critical stage in the process was an 
opportunity to confirm the adoption of the change, and argued that the 
success of this stage was dependent on the social culture of the organization, 
and the pace members of a social system adopt an innovation (p. 221).  

Project leaders can evaluate whether the majority has accepted the change 
through the collection and analysis of qualitative and quantitative data 
gathered throughout the process, and post-implementation.  

It is appropriate to reaffirm the original shared vision and to confirm that the 
learning technology meets the needs of the organization. Invested in the 
project are the stakeholders, and leaders should be prepared to share the data 
that supports the success of the implementation (Watts, 2014). 



Reflection and Review
Reflection on the implementation is the opportunity to consider any issues 
encountered and open a dialogue on the execution of the plan and acceptance 
of the innovation. This reflection should include the stakeholders and be more 
than a simple examination of data; encourage a search for meaning and 
significance searching for demonstrated progress and identified improved 
accomplishment (Watt, 2014). 

Ensure that all stakeholders are given an opportunity to speak their thoughts 
and feelings in relation to the change implementation and the degree to which 
the innovation has had a meaningful impact. Interview adoption groups to 
ensure proper support and training is available to promote continued adoption 
of new behaviors and engage the Late Majority and Laggard groups to ensure 
their needs have been met (Rogers, 2013; Sheninger, 2018). 



Gantt Chart 
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