Understanding
Implementation and
Assessing Readiness

Purpose of Step

Just creating a strategic plan can produce significant value for an organization—as
long as the plan has emerged from a deliberative procezs involving key stakeholders
making use of relevant analyses and syntheses of agpropriate information. A good
strategic plan will clarify organizational purcoses, directions, goals, and ways of
achieving them. A good strategic planning process will also build intellectual,
human, social, political, and civic caniial. But that is not enough! Effectively
implementing strategies, programs, j.rojects, action plans, budgets, learning prac-
tices, and other implementatior: ©smponents will bring the strategies to life and
create more tangible value for ilie organization (or collaboration or community)
and its stakeholders as miandates are then met, the mission is fulfilled, and the
goals are achieved. £n eifective implementation process is needed to coordinate
and align the missiorn, mandates, systems, strategies, budgets, programs, projects,
operations, anc. aciivities of the numerous executives, managers, professionals,
technicians, frentline practitioners, and other stakeholders likely to be involved.
The implementation process must also allow for ongoing learning and readjustments
as new information becomes available and circumstances change—that is, as hopes
and dreams encounter realities on the ground. Blending what is intended with
what is possible and what emerges along the way will constitute the real meaning
of implementation for the organization and its stakeholders. Helmut von Moltke,
the Prussian army chief of staff from 1857 to 1888, captured the need for strategic
adaptability in combat situations with two now famous aphorisms: “No plan sur-
vives contact with the enemy,” and “Strategy is a system of expedients” (quoted
in Hughes, 1993, pp. 45, 47). Although workbook users are highly unlikely to be
in combat situations, the advice to attend to shifting contexts and to be adaptable
regarding means—and perhaps ends—is well taken.
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Successful implementation helps to complete the move from strategic plan-
ning to strategic management. Strategic planning may be defined as “a deliberative,
disciplined effort to produce fundamental decisions and actions that shape and
guide what an organization (or other entity) is, what it does, and why it does it”
(Bryson, 2011, p. 26). Implementation overlaps with strategic planning, but focuses
on the effort to realize in practice an organization’s mission, goals, and strategies;
the meeting of its mandates; continued organizational learning; and the ongoing
creation of public value. Strategic management is “the integration of strategic planning
and implementation across an organization (or other entity) in an ongoing way to
enhance the fulfillment of mission, meeting of mandates, and sustained creation of
public value” (Bryson, 2011, p. 26). But effective integration of strategic planning
and implementation does not happen by chance—although good fortune can
certainly help. Douglas Adams, author of The Ultimate Hitchhiker’s Guide to the Galaxy,
notes how ill-conceived or poorly integrated plans and implementation approaches
can lead to bemused disengagement or perhaps resigned defeat, when he says,
“Ilove deadlines. I love the whooshing sound they inc ke as they fly by” (Adams,
2002, p. ix). Effective strategic management does not happen by accident—it must
be planned for and pursued in practice in ar. interactive, learning-focused, and
results-oriented way.

A Brief Review of the Strategy Cirange Cycle

This workbook is a companici to Strategic Planning for Public and Nonprofit Organiza-
tions, fourth edition (Brygaori, 2011) and to another workbook, Creating Your Strategic
Plan, third edition (Bryvson & Alston, 2011). Strategic Planning for Public and Nonprofit
Organizations provides a detailed overview of and guidance on how to design an
effective strategic planning and implementation process and is illustrated with
several real-life examples. Creating Your Strategic Plan focuses on helping users
develop a strategic plan, with less attention paid to implementation. Implementing
and Sustaining Your Strategic Plan complements that workbook by specifically
addressing the challenges of implementation.

The Strategy Change Cycle serves as an organizing framework for the book
and both workbooks, so it makes sense to briefly review it now before focusing
specifically on implementation. The Strategy Change Cycle has proven its worth
for many public and nonprofit organizations as a conceptual and practical guide
that helps them meet their mandates, fulfill their missions, and create public value.
The ten steps of the cycle are

1. Initiating and agreeing on a strategic planning process

2. Clarifying organizational mandates
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. Identifying and understanding stakeholders and developing and refining mis-

sion and values

. Assessing the environment to identify strengths, weaknesses, opportunities,

and challenges (threats)

. Identifying and framing strategic issues

. Formulating strategies to manage the issues

. Reviewing and adopting the strategic plan

. Establishing an effective organizational vision for the future
. Developing an effective implementation process

10.

Reassessing strategies and the strategic planning process

The Strategy Change Cycle is presented graphically in Figure 3, and the steps

are described briefly in Exhibit 1. The steps in the cycle are meant to guide

organizational members as they

Organize effective participation

Create meritorious ideas for mission, goa!:. strategies, actions, and other stra-
tegic interventions

Build a winning coalition
Implement their strategies

Build capacity for ongoing iniplementation, learning, and change
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EXHIBIT 1
Steps in the Strategy Change Cycle

STEP 1:Initiate and Agree on a Strategic Planning Process

Step 1 involves negotiating an agreement with key internal (and possibly external) decision makers or
opinion leaders on the overall strategic planning process, the desired outcomes, the schedule, the key
planning tasks, and the likely requirements for success.

The strategic planning process agreement itself should cover

+ The purpose of the effort

+ A statement (however sketchy) of desired outcomes to be achieved
« Preferred steps in the process

+ The schedule

+ The form and timing of reports

+ The role, functions,and membership of any group or committee autirarized to oversee the effort (such
as a strategic planning coordinating committee)

+ The role, functions, and membership of the strategic plannitig t=am
+ The likely requirements for success
+ Any important limitations or boundaries on the eff.rt

+ Commitment of resources necessary to procec«i with the effort

STEP 2: Clarify Organizational Mandates

The purpose of this step is to clarify trc formal and informal mandates placed on the organization (the
musts and must nots it confronts) and to explore their implications for organizational action.

STEP 3:1dentify and Uniderstand Stakeholders, Develop and Refine Mission
and Values, and Consider Developing a Vision Sketch

A stakeholder is any person, group, or entity that can place a claim on the organization’s attention,
resources, or output or that is affected by that output. The key to success for public and nonprofit or-
ganizations is the ability to address the needs and desires of crucial stakeholders—according to those
stakeholders’ criteria.

The organization’s mission, in tandem with its mandates, clarifies why it exists and its principal routes
to creating public value. Any government, agency, nonprofit organization, or corporation must seek to
meet certain identifiable social or political needs. Viewed in this light, an organization must always be
considered the means to an end, not an end in and of itself.

The mission statement developed and refined in this step should grow out of a thorough consideration
of who the organization’s (or community’s) stakeholders are.The organization’s value system might also be
identified, discussed,and documented.The organization may also wish to create a sketch of its vision of success,
to guide subsequent planning efforts.
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STEP 4: Assess the Environment to Identify Strengths,
Weaknesses, Opportunities, and Challenges

In this step the strengths and weaknesses of the organization are assessed and their strategic implications
noted.This may include identifying the organization’s distinctive competencies—that is, those abilities that
enable it to perform well in terms of key performance indicators (or critical success factors), especially
when compared to its competitors. In addition, the opportunities and challenges (or threats) facing the
organization are explored, and again, strategic implications are recognized.

STEP 5:ldentify and Frame Strategic Issues

Together, the first four steps of the process lead to the fifth, the identification of strategic issues—the
fundamental challenges affecting the organization’s mandates, its mission and values, its product or
service level and mix, its costs, its financing, its structure, its processes, and its management.

STEP 6:Formulate Strategies to Manage the Issues

Strategies are the means by which an organization intends to accomplish-c goal or reach an objective.
A strategy summarizes a pattern across policy, programs, projects, de<:sions, and resource allocations
developed to deal with the issues identified in Step 5. Strategies may ke Gi several types:

+ Grand (or umbrella) strategy for the organization, collaboration; rietwork, or community as a whole
« Strategy for organizational subunits
« Strategies for programs, services, products, or business processes

+ Strategies for functions such as human resourc= inanagement, information technology, finance, and
purchasing

These strategies can be used to set.tie context for other change efforts aimed at restructuring,
reengineering, reframing, repurposing, 21 otherwise changing the organization.

Steps 1 through 6 may be thouait et as strategic planning, whereas Steps 7 through 10 are more about
management. All the steps togethiar rnay be thought of as a strategic management process.

STEP 7:Review and Adopt the Strategic Plan

The purpose of this step is to gain a formal commitment to adopt and proceed with implementation
of the plan(s). This step represents the culmination of the work of the previous steps and points toward
the implementation step, in which adopted strategies are realized in practice. Formal adoption may not be
necessary in all cases to gain the benefits of strategic planning, but quite often it is.

STEP 8: Establish an Effective Organizational Vision for the Future

An organization'’s vision of success outlines what the organization should look like as it successfully im-
plements its strategies and achieves its full potential. Such a description, to the extent that it is widely
known and agreed on in the organization, allows organizational members to know what is expected of
them without constant direct managerial oversight. This description also allows other key stakehold-
ers to know what the organization envisions for itself. Visions of success actually may be developed
at several places in the process. Most organizations, however, will not be able to develop an effective
vision of success until they have gone through strategic planning more than once. Thus their visions
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of success are more likely to serve as a guide for strategy implementation and less likely to be a guide
for strategy formulation.

STEP 9: Develop an Effective Implementation Process

In this step adopted strategies are implemented throughout the relevant systems. An effective implementation
process and action plan must be developed if the strategic plan is to be something other than an organizational
New Year’s resolution. The more that strategies have been formulated with implementation in mind and
the more active the involvement of those required to implement the plan, the more successful strategy
implementation is likely to be.

STEP 10:Reassess Strategies and the Strategic Planning Process

The purpose of the final step is to review implemented strategies and the strategic planning process. The
aim is to find out what worked, what did not work, and why, and to set the stage for the next round of
strategic planning.

This workbook attends in detail to the last two steps of the Strategy Change
Cycle: how to develop an effective implementation process and how to review and
reassess strategies in practice and the straivgic planning process.

Desired Implementation Outccmes

Lasting and significant addeid public value is the most important implementation
outcome that leaders, managers, and planners should seek from reasonably
smoothly and rapid'y i.eeting the organization’s mandates, fulfilling its mission,
achieving its goais, and in general satisfying key stakeholders. Achieving this
overarching outcome will come about via these more instrumental outcomes:

¢ Creation and maintenance of the coalition necessary to support and implement
the desired changes. The coalition may already exist; if not, it will have to
be created. The size and shape of this coalition will vary depending on the
nature of the changes being sought.

* Avoidance of the typical causes of failure (which may be seen as barriers or
roadblocks to achieving the overarching outcome). These causes are legion,
but include the following;:

Failure to maintain or create the coalition necessary to protect, support, and
guide implementation.

Failure to plan carefully for implementation.

Resistance based on attitudes and beliefs that are incompatible with desired
changes. Sometimes these attitudes and beliefs stem simply from the resisters’
not having participated in strategy or plan development.
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Personnel problems such as inadequate numbers, poorly designed incentives,
inadequate orientation or training, or people’s overcommitment to other activi-
ties or uncertainty that involvement with implementation can help their careers.

Incentives that fail to induce desired behavior on the part of implementing
organizations or units.

Implementing organizations’ or units’” preexisting commitment of resources to
other priorities and a consequent absence of uncommitted resources to facili-
tate new activities; in other words, there is little “slack” (Cyert & March, 1963).

The absence of administrative support services.

The absence of rules, resources, and settings for identifying and resolving
implementation problems.

The emergence of new political, economic, or administrative priorities.

¢ Development of a clear understanding among implementers of what needs to

be done and when, why, and by whom. Statement: ¢f goals and objectives, a
vision of success, clearly articulated strategies, ar.d educational materials and
operational guides all can help. If they have aot been created already, they
may need to be developed in this step. Stbsequent steps in the implementation
process and accompanying workshe<tswill assist you in developing them.
These statements and guides will help to concentrate people’s attention on
making the changes that make a difference as adopted strategies are recon-
ciled with existing and emergent strategies.

Use of a debugging process to identify and fix the difficulties that almost inevitably
arise as a new soluticn is put in place. The process will involve an emphasis on
learning and the use of formative evaluations focused on improving strategies
in practices, vrgrams, projects, and ongoing operations (Patton, 2008).

Include summative evaluations (Fitzpatrick, Sanders, & Worthen, 2004;
Mattesssich, 2003; Patton, 2008) to find out whether strategic goals have actually
been achieved once strategies are fully implemented. Summative evaluations (as
well as logic models) often differentiate between outputs and outcomes. Outputs
are the actual actions, behaviors, products, services, or other direct consequences
produced by policy changes. Outcomes are the benefits of the outputs for stake-
holders and the larger meaning attached to those outputs. Outputs, in other words,
are substantive changes, whereas outcomes are both substantive improvements
and symbolic interpretations. Both are important in determining whether a change
has been worth the expenditure of time and effort (McLaughlin & Jordan, 2010).

Retention of important features of the adopted strategies and plans. As situations
change and different actors become involved, implementation can become

a kind of moving target. It is possible that mutations developed during the
course of implementation could do a better job of addressing the issues than
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the originally adopted strategy or plan can. In general, however, it is more
likely that design distortions will subvert avowed strategic aims and gut
their intent, so it is important to make sure that important design features
are maintained or, if they are not, that the changes are desirable.

* Creation of redesigned organizational (or collaborative or community) arrange-
ments that will ensure long-lasting changes. These new settings are marked
by the institutionalization of implicit or explicit principles, norms, rules, deci-
sion-making procedures, and incentives; the stabilization of altered patterns of
behaviors and attitudes; and the continuation or creation of a coalition of imple-
menters, advocates, and supportive interest groups who favor the changes.

¢ Establishment or anticipation of review points, during which strategies may
be maintained, significantly modified, or terminated. The Strategy Change
Cycle is a series of loops, not a straight line. Politics, problems, and desired
solutions often change (Kingdon, 2002). There are no once-and-for-all solutions,
only temporary victories. Leaders, managers, ar.d planners must be alert to
the nature and sources of possible challenget to implemented strategies; they
should work to maintain still desirable strategies, to replace strategies with
better ones when possible or necessary. and to terminate strategies when
their value is low or when they be<sine completely outmoded.

If real public value has been cicated via these subordinate outcomes, then ad-
ditional desirable outcomes, such as these, are also likely to be produced:

¢ Increased support for anc legitimization of—or at least no opposition to—the
leaders and organizations that have successfully advocated and implemented
the changes (Beyne & Chen, 2006; Crosby & Bryson, 2005).

¢ Individualsmnvolved in effective implementation of desirable changes are
likely to experience heightened self-efficacy, self-esteem, and self-confidence
(Kelman, 2005; Scharmer, 2009; Schein, 2010).

¢ Organizations (or collaborations or communities) that effectively implement
strategies and plans are likely to enhance their capacities for action in the
future. They acquire an expanded repertoire of knowledge, experience, tools,
and techniques, and an expanded inventory of intellectual, human, social,
political, and civic capital—and therefore are better positioned to undertake
and adapt to future changes.

The Implementation Cycle

The Implementation Cycle elaborates Steps 9 and 10 of the Strategy Change Cycle—
the steps focused on implementation and reassessment. Alternatively, it may be
viewed as a subcycle within the Strategy Change Cycle. The Implementation Cycle
consists of five major functions needing to be fulfilled, or categories of action
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needing to be taken, in order for successful implementation to occur (see Figure 4).
These action categories include:

¢ Understanding implementation and assessing readiness

¢ Getting organized

Clarifying strategic and operational directions
* Resourcing and structuring implementation, alignment, and ongoing learning

* Maintaining, changing, or terminating strategies

FIGURE 4

The Implementation Cycle as an Elaboration of Steps 9 and 10 of the
Strategy Change Cycle
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There are three main differences between the Implementation Cycle and the
Strategy Change Cycle. First, much more is given during implementation. For ex-
ample, important features of mission, mandates, vision, basic strategies, and basic start-
ing resource allocations are essentially already decided. Although adjustments can
be made in these elements, they typically occur on the margin, at least early in the
implementation process. Later, as implementation experience increases, key stake-
holders may decide to make significant changes in these elements. Second, much
more implementation detail is developed and added. Strategic plans typically are
fairly high-level documents. In contrast, successful implementation requires that
high-level concepts be brought to life on the ground. The nitty-gritty operational
details matter. This workbook and the worksheets within it are designed to help
implementers move higher-level abstractions to grounded action. And finally,
typically, the implementers are different from the strategic planners, at least in
midsize to large organizations. The planners tend to be higher in the organization’s
hierarchy, whereas the implementers are closer to th< ixont lines.

The Implementation Cycle’s five broad action categories may be broken down
into twelve steps (Figure 5). Implementation is viewed as a cycle for several reasons.
First, the steps are iterative and conclusions reached in one step may be revised
based on what is learned in subsequetii steps. Second, the process takes place
within, and must somehow accommoclate, a number of other cyclic phenomena:
fiscal years, election cycles, chaiging fashions, and so on. Finally, all strategies
typically run their course and muist be rethought; mission, vision, and values may
need to be rethought at the same time. A new round of the Strategy Change Cycle
is therefore required. The implementation Cycle’s action categories and steps are
introduced further ir: the following paragraphs.

Understanding Implementation and Assessing Readiness

STEP 1: Understanding implementation and assessing readiness. Successful im-
plementation involves effectively aligning actions with aspirations. Earlier we noted
that if strategies have been formulated with a clear understanding of what it will
take to implement them, and if the strategy formulators and implementers overlap
to a significant degree, then implementation is likely to go much more smoothly and
quickly. Frequently, however, strategies have been developed without a clear view
of implementation requirements, and the strategy formulators and implementers
are not the same. In these circumstances a useful starting point for implementers
and implementation process overseers is to familiarize themselves with the basics
of implementation and to assess the readiness of the organization for implementation
work. If the assessment indicates areas for improvement, then work should be
directed toward increasing readiness for implementation; otherwise, the chances of
implementation success decrease in accord with the lack of readiness.
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Getting Organized

STEP 2: Leading implementation. This is the one absolutely crucial requirement.
Strategy implementation does not happen without effective leadership of many
kinds. Sponsors, champions, facilitators, team leaders, negotiators, and not least,
good followers are all required. The purpose of this step is to ensure that the nec-
essary leadership and followership are in place when and where they are needed.
It is also important to view implementation as an opportunity for leadership
development, thereby preparing people and the organization for sustained
strategic management and the next round of strategic planning.

STEP 3: Understanding how and why the strategic plan came to be. Strategic
plans are best viewed not as stand-alone objects but as negotiated documents
embedded in the contexts and stakeholder relationships that produced them.
Strategic plans typically represent explicit and implicit agreements and under-
standings about what will remain the same about the context and relationships
and what will change. Successful implementation degends on understanding what
the planners and decision makers saw as worth preserving, on the one hand, and
in need of change, on the other hand. Implerienters should understand the basic
theory of change stated or implied by the sirategic plan, however unsophisticated
it might be. In other words, what are the £lements of the plan and their intercon-
nections, and is it reasonable to beli<ve that if the strategies and actions outlined
are taken, then the goals will be acbieved, the mission fulfilled, and the mandates
met? Special attention needs to be devoted to the organization’s culture, what’s
good about it, and what wiii need to change, because every significant strategy
change also typically iiivolves a cultural change. In short, implementers should
understand the reasons why the strategic plan was produced, and how, along with
the strengths and vreaknesses of the plan and planning process. Implementers also
need to realize that successfully implementing a strategic plan can be much more
difficult than developing the plan was in the first place.

STEP 4: Clarifying who the implementation stakeholders are. The key to
success for both strategic planning and implementation is the satisfaction of key
stakeholders according to their criteria for satisfaction. This step is meant to help
implementers understand clearly and in detail what the stakeholder environment is
for implementation and to plan how and in what ways stakeholders should be
engaged in implementation efforts.

Clarifying Strategic and Operational Directions

STEP 5: Articulating what the organization’s mission, mandates, and values
mean for implementation and alignment. Strategies should help the organization
meet its mandates, fulfill its mission, and realize its vision and values. Implement-
ers should explore what the mandates, mission, and values mean or imply for
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implementing the strategies. For example, if the organization has adopted a set
of guiding values, presumably they should be reflected in the implementation pro-
cess, its outputs, and outcomes. If not, something probably should change about
the implementation or about the values.

STEP 6: Getting clear about strategies that will continue, will be started, or
will be phased out. Strategies are defined as the patterns across policies, goals,
actions, budgets, and other implementation elements. Unfortunately, existing
strategies and the strategies outlined in strategic plans are typically rather vague.
In this step implementers flesh out what existing strategies and any new ones
articulated in the strategic plan mean in practice. This may involve (1) clarifying
each strategy’s logic model (Knowlton & Phillips, 2008; McLaughlin & Jordon, 2010),
along with its implied requirements for personnel, competencies, systems, procedures,
resources, and so forth; (2) identifying major implementation alternatives, along
with the criteria for choosing among them; (3) comparing proposed strategies with
existing strategies and deciding what to do as a result-o:f the comparison, that is,
drop one or the other, merge strategies, or somehow differentiate among them;
(4) identifying implications for needed competencies and distinctive competencies
and assets; (5) identifying cultural implications of strategy alternatives; and finally
(6) developing performance indicators for each strategy.

Resourcing and Structurino (inplementation,

Alignment, and Ongoing Learning

STEP 7: Budgeting the work. Au effort should have been made during the strategic
planning process to separate strategic from operational concerns. Strategic matters
should have been dealt with by senior leaders and other key stakeholders and perhaps
a strategic planning ccordinating committee, and operational matters referred to an
operations group. During implementation, strategic and operational concerns must
in effect be brought back together and reintegrated. Effective strategy implementa-
tion depends on having realistic financial, staff, staff development, technology, time,
and other resource budgets available to reconcile the new strategies the plan calls
for with ongoing strategies; it also depends on having a clear agenda of what will
no longer be done—the stop agenda—owing to inadequate resources. This is the step
where that should happen, unless the work was already done as part of developing
the strategic plan. Attention to the development of a stop agenda is particularly
important, so that freed resources can be devoted to higher priority uses.

STEP 8: Creating an implementation management structure. Many strategic
initiatives should be treated as programs or projects (or portfolios of programs
and projects) requiring special implementation management structures. This step
assists implementers to design, organize, and staff these structures and also figure
out how they might best be managed to support implementation.
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STEP 9: Developing effective implementation teams. Teams are a basic
implementation vehicle, and attention should be devoted to how they are as-
sembled and led and how they function. Meetings are an important aspect of
teamwork and they should be managed effectively. A great team can do almost
anything; a badly organized, managed, and functioning team can be worse
than useless.

STEP 10: Organizing alignment and learning processes. An important
key to successful implementation is a well-designed learning process so that
midcourse corrections are made along the way; alignments within and across
strategies and structures are made; new learning is transferred to additional
places where it is needed; and the organization, its members, and involved
stakeholders acquire enhanced capacity for creating lasting public value and
the next round of strategy change. The purpose of this step therefore is to put
in place a process and mechanisms for ensuring ongoing learning to improve
implementation, increase organizational alignment, and build capacity for
useful work in the future. There are two keys:'having an adequate perform-
ance control system in place in order to monitor and improve performance,
and creating a system of interactive meetings to discuss performance and out-
line necessary actions to improve it. Getiing the timing right for performance
control and improvement activitiec 15 important, so that needed reviews and
changes mesh with decision meaking.

STEP 11: Putting it all togetlier in strategy maps and action plans. Effective-
ly implementing strategies involves pulling together information garnered in
previous steps into strategy maps and action plans. Strategy maps are word-and-
arrow (or statement-and-arrow) diagrams that show how mission and vision may
be achieved via pariicular goals, and how the goals may be achieved by pursuing
specific strategies. The maps make graphic the logic that guides the strategic plan
and its implementation. They offer a big-picture view that helps implementers all
be—quite literally—on the same page. They help implementers see the forest and
the individual trees. Action plans provide the detailed guidance on how to implement
specific strategies within given time frames.

Maintaining, Replacing, or Terminating Strategies

STEP 12: Staying the course—or changing it. The final step of the Implementation
Cycle is essentially the same as the final step of the Strategy Change Cycle (reassess
strategies and the strategic planning process). Implemented strategies are reviewed
to find out what worked, what did not work, and why. Judgments are made about
which strategies should be kept as is, which should be modified, and which should
be ended. The review may be extended to assess the strategic planning process as
well and to set the stage for the next round of strategic planning.
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The Implementation Cycle: Theory Versus Practice

Although the implementation process has been laid out in a linear, sequential
manner, it must be emphasized that in practice the process is typically iterative:
participants usually rethink what they have done several times before they reach
final decisions represented in strategy maps and action plans. Moreover, the
process does not always begin at the beginning. After implementation has
begun, organizations may find themselves confronted with difficulties that lead
them to engage in a serious review and analysis of how to improve the imple-
mentation process.

It is also important to note that implementation efforts must be tailored to
the context in which they take place, including fitting with or within ongo-
ing processes of organizational operation and change (processes that are typically
cyclical or nonlinear). As noted, these processes include budgeting cycles, legisla-
tive cycles, decision-making routines of the governing board, and other change
initiatives.

There are also different levels of implementation guidance and control, ranging
from the more abstract or conceptual (such as mission, vision, and general goals) to
the more specific or concrete (such as budge:s and individual work plans). Imple-
mentation efforts may be orchestrated fros: the top, proceeding deductively down
to the more concrete and specific level, or may be undertaken at the more concrete
level, rising inductively toward the niore abstract or conceptual level. Most often,
implementation involves a corhination of deductive and inductive approaches,
and these must be blended os wisely as possible (Hill & Hupe, 2009; Mintzberg,
Ahlstrand, & Lampel, 200%). This workbook is designed to accommodate top-down
and bottom-up, deductive and inductive, implementation processes.

Key Design Choices

A number of interconnected design choices must be made to enhance the prospects
for successful implementation. Here are some of the more important choices
(also see Worksheet 3):

* What are the purposes of the implementation effort?

In what ways are implementation efforts intended to enhance organizational
or community performance and create public value?

What other outcomes or benefits of implementation are being or should be
sought?

What values should the implementation process embody in the way it is
organized and pursued?



Step 1: Understanding Implementation and Assessing Readiness 19

¢ Whose implementation effort is it?
Whose effort does it need to be in order to be successful?

Is implementation to be owned by a community, collaboration, organization,
organizational unit, program, project, or function?

Is there a coalition in support of implementing desired changes? If so, who are
the coalition members?

How will the coalition be maintained?
If a supportive coalition does not exist, how will it be built?
What are the implications of this choice for participation?
¢ How will or should the process be tailored to the situation at hand?

What are the implications of prior successful and unsuccessful implementation
efforts for what comes next?

Are new goal formulation and visioning activitics necessary, and if so, where
and when will they occur in the process?

How will implementation efforts fit-=vith other ongoing organizational
processes and change efforts, such a5 budgeting cycles, process improvement
and information technology initiz‘ives, and so forth?

How will the process be tailor« d to fit the organization’s culture—even if that
culture needs to be changed in some ways?

¢ How will or should the process be managed?
Who are or shoula te the key sponsors of the process?

Who will or sheuld champion and manage the process? Who will or should

champion iniportant initiatives?

How will or should the implementation process be broken down into programs,
projects, phases, activities, tasks, and so on?

What is or should be the time frame for implementation and its constituent
parts?

What kind of participation processes will be needed?

What kinds of commitments will be required from sponsors and implementers
in terms of time, energy, and financial and political resources?

How will the process foster ongoing learning and midcourse corrections?
¢ What are the requirements for success?
How will success be measured?

What should or must happen in terms of key organizational performance
indicators?
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Who must be a part of the guiding coalition?

What is necessary for the process to be seen as legitimate in terms of procedure,
process, support, and content?

What is it about the culture that must be honored? What has to change?

What organizational knowledge, skills, and competencies are required for
implementation to succeed?

What are the absolute minimum resource requirements, in terms of funds, people,
support, and other resources, without which the implementation is doomed to
fail? (Recall that management attention is likely to be the most crucial resource.)

What Are the Dangers to Avoid?

There are many ways in which implementation can fail. Without broad and sup-
portive sponsorship, a strong guiding coalition, carefiil and skilled management,
adequate resources, necessary competence across-the board, excellent meshing
with ongoing processes, good timing, and a fair tneasure of luck, implementation
may fail. The challenge is not so much with existing strategies that will be main-
tained; it is more with existing strategies that need substantial modification, new
strategies just starting, and especially cirategies that have been targeted for elimi-
nation. Whenever you ask people-1o 1o something differently, you may threaten
the organization’s existing culture, coalitions, values, structures, processes, and
interaction patterns. Frustration, anger, rage, and rejection of the process may result,
no matter how necessary the changes may be to ensure organizational survival
and prosperity. There is also often an inherent skepticism and resistance to change
among line manayeis, who have a strong operational orientation and want to
know how change will improve their work situations. Fortunately, there are likely
to be stakeholders dissatisfied with the status quo and able and willing to take
on the new challenges. Tapping their disquiet, enthusiasm for change, and skill
provides important resources for implementation (Kelman, 2005).

What Are the Keys to a Successful Process?

In many ways the keys to success are the mirror image of the potential sources of
failure:

Be sure the organization is ready. Conduct a readiness assessment. The organiza-
tion needs to be prepared to engage in successful implementation. If the organi-
zation is not prepared, identify capacity problems and figure out how to remedy
them. Use the Readiness Assessment Questionnaire (Worksheet 2) to assist you in
determining whether your organization is ready for implementation.
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Strengthen leadership and ensure adequate participation by key stakeholders. You will
need strong process sponsors and champions and the support of key stakeholders
throughout the implementation process. Make sure they are willing to devote the
time needed to ensure implementation success.

Make sure important initiatives are overseen by a skillful champion (or champions).
Sponsors provide the authority and power to initiate, carry out, and legitimize
implementation efforts. But sponsors are typically not involved in managing
the process on a day-to-day basis—the champion is. You need a champion who
understands what needs to be done and is committed to it.

Make sure you have adequate management capacity for effective implementation.
Implementation doesn’t just happen—in addition to sponsors and champions,
adequate management capacity is needed to bring strategies to life. Commit the
management resources necessary for a successful effort, including drawing on
people who are skilled at implementation.

Build understanding to support wise implementatica with thoughtful communica-
tion, action, and ongoing learning. Clearly comimunicate the purposes of the
implementation process to key stakeholders. Engage in the dialogue and
deliberation necessary to build adequate understanding of what is to be imple-
mented, why, and how. Manage expectations so that neither too much nor too little
is expected of the implementation process. Take the time and allocate the resources
to “do it right.”

Cultivate necessary political supvort. Sponsorship by key decision makers is typically
crucial to the success of imtlementation efforts. They must be willing to emphasize
the importance of the efiorts and to intervene as necessary to respond to circum-
stances and keep things on track. Beyond that, a coalition of supporters must be
built that is large erough and strong enough to adopt the strategic plan and support
it during implementation.

Foster effective decision making for implementation. Help decision makers focus on
ensuring successful implementation. Develop an implementation process and action
planning efforts that will ensure the realization of adopted strategies by linking
these processes to operational plans and to resource allocation decisions. Build in
effective mechanisms for conflict management, because conflict will certainly occur—
it’s a natural and expected part of any change effort.

Make sure you have adequate resources—including necessary competencies—for
successful implementation. Management capacity is the resource typically in shortest
supply, but other resources are also crucial. These include adequate funding,
staffing, space, transportation, orientation and training, technology, time, and possibly
many other kinds of resources. Competency to do the job is a fundamental element
of success. A poverty resource budget can be a death sentence. If you do not have
adequate resources, figure out what you can do about it, if anything.
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Design a process that is likely to succeed. Build on existing organizational and
management change efforts and routines. Fit the implementation process to the
situation at hand, which may mean pursuing either direct or some sort of staged
implementation. Fit the process to the organization’s (or collaboration’s or com-
munity’s) culture. Link the process to key decision-making processes and include
ways to manage conflicts that arise. Be realistic about the scope and scale of the
implementation effort in light of the management capacity and resources avail-
able. Find a way to accommodate the day-to-day demands on people’s time while
also asking them to do new things. Make sure that people see implementation as
genuinely helpful.

Implementation Purposes and the Implementation Cycle

Figure 6 presents a somewhat finer grained view of the Implementation Cycle than
the one found in Figure 5. Figure 6 shows how the steps of the Implementation
Cycle are designed to help an organization fulfill five fuactions (or broad categories
of action) meant to create desired implementaiion outcomes. The overall pur-
pose of implementation (and strategic management) is to create significant and
lasting public value, chiefly through helpiig the organization fulfill its mission,
meet its mandates, and achieve its goals. Achieving these purposes requires
implementing the organization’s strateyjies and strategic plan—and perhaps revising
them as needed along the way. Eifective implementation depends on these five
key, interconnected functions (or categories of action) being performed well: un-
derstanding implementation and assessing readiness; getting organized; clarifying
strategic and operaticnal directions and details; resourcing and structuring
implementation, alignment, and ongoing learning; and maintaining, replacing, or
terminating straiegies. The twelve steps of the Implementation Cycle, other process
design features, and the actions they foster are designed to fulfill these functions
and thereby create the desired outcomes. Most steps contribute to more than one
function, or broad category of action, and therefore the whole process must be seen
as interactive. Planned and as-needed dialogue and deliberation are necessary
throughout the process to make sure necessary things occur in the right way at the
right time in the right place to produce significant and lasting public value.

Worksheet Directions

1. Consider using Worksheet 1 to interview those involved in developing or
adopting the strategic plan, in order to gain important information about the
planners” and adopters” intentions and views; this information may have a
significant impact on the implementation process.
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2. A summary of responses to the interviews should be put together and shared

with key decision makers and others who can affect the shape and content of
the implementation process.

. Consider as well using the Implementation Readiness Assessment Question-

naire (Worksheet 2) to understand how prepared the organization is to implement
its strategic plan. Implementation sponsors, champions, and key stakeholders
are likely respondents.

. A summary of responses to the questionnaire should be compiled and key

decision makers should discuss what the results mean. Should implementation
efforts move full steam ahead, or should efforts first be made to address any
issues that come up as a result of the assessment?

. Those involved in guiding initial implementation efforts should then work

individually to fill out Worksheet 3, “Key Implementation Design Choices,”
and then they should discuss the resulting opinionsas a group. Early on in the
implementation effort, answers to many of the questions are likely to be unclear.
This worksheet should therefore be updated as new information becomes
available and subsequent steps in the Imp’errientation Cycle are completed.
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WORKSHEET 1

Interviewing People About the Upcoming Implementation Process

Instructions. Those thinking about implementing a strategic plan should consider interviewing
key decision makers and other internal and external stakeholders who were involved in devel-

oping and adopting the strategic plan.The interviews may be very helpful in building support for
implementation and making sure the process is designed in such a way that it will be successful.

Consider interviewing those who might have an interest in sponsoring, championing, or oth-
erwise leading the implementation effort; and those who would most affect or be affected by
the effort. Group interviews may also be useful but will need to be effectively facilitated and an
adequate record kept of ideas offered and conclusions reached. Group interviews can be a part of
targeted outreach and communications programs designed to build support for implementation.

Some preliminary stakeholder analysis may be necessary in order to develop the appropri-
ate list of people or groups to be interviewed. After the interviewec list is decided upon, those
exploring how best to pursue implementation should do the intzrviewing. It may be wise to
have two interviewers conduct each interview—to understarid more clearly what is being said
and not said, to improve note-taking accuracy, and to krsxden understanding of the implications
for planning process design.

Consider using the following list of questicns as a guide. Ask the person being interviewed
to answer the questions from his or her peispective, not from that of the organization as a
whole.To promote candor, emphasize thatall interviews will be kept confidential; and to pro-
mote participation, note that summar/ information will be made available in the future.

Interview as Part of Readiness Assessment for Implementation

Date:

Name of interviewer(s):

Interviewee’s (or group’s) name:

Organization unit: Function:

Job title:

Contact information:

External stakeholder name: Title:

Contact information:

Implementing and Sustaining Your Strategic Plan.
Copyright © 2011 by John Wiley & Sons, Inc. All rights reserved.
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1. What do you think the most important reasons were for undertaking a strategic plan-
ning effort? Why do you think so?

Reasons for Engaging in Strategic Planning Can You Say More About That?

Worksheet 1

Implementing and Sustaining Your Strategic Plan.
Copyright © 2011 by John Wiley & Sons, Inc. All rights reserved.
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2. What were the major substantive and process issues that needed to be addressed as

part of the process? (Answers to this question may have been covered by answers to the

prior question.)

Substantive Issues (need to improve client
satisfaction, need to address funding
shortages, and so on)

Process Issues (need to ensure adequate
participation, need for reasonable transpar-
ency, need to improve quality of decision
making, and so on)

Worksheet 1

Implementing and Sustaining Your Strategic Plan.
Copyright © 2011 by John Wiley & Sons, Inc. All rights reserved.
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3. What do you think were the most important outcomes of the strategic planning process,
both in terms of tangible products—such as a strategic plan or changes in resource
allocations, behaviors, or facilities—and intangible products—such as changed
understandings, relationships, or organizational reputation?

4. Were there any issues not addressed as part of the strategic planning process that
should have been addressed?

5. Does the fact that those iszues were not addressed have any implications for implemen-
tation of the strategic vlan?

Worksheet 1

Implementing and Sustaining Your Strategic Plan.
Copyright © 2011 by John Wiley & Sons, Inc. All rights reserved.
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6. What do think the top 5 priorities for implementation ought to be? Please rank them
from 1 to 5 with 1 being the most important.

7. Should they be addressed in that order, or not?

8. What do you think needs to stay the same or endure as.a result of the implementation
process, and what should change?

Stay the Same Change

Worksheet 1

Implementing and Sustaining Your Strategic Plan.
Copyright © 2011 by John Wiley & Sons, Inc. All rights reserved.
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9. For the implementation effort to succeed, what do you think must happen? In other
words, what do you think is absolutely necessary for success? Why do you think so?

Required for Strategic Planning Success Why Is It a Requirement?

10. Who should have a leadership role in the imp!ementation process and why? Who should
probably not have a role in the process 2i:d why?

Should Have Some Leadership Role Should Probably Not Have a Leadership Role

Worksheet 1

Implementing and Sustaining Your Strategic Plan.
Copyright © 2011 by John Wiley & Sons, Inc. All rights reserved.
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11. Can you think of any key questions that this worksheet has not touched on?

12. Do you have any other insights, ideas, or sugc estions regarding strategic planning for
this organization?

Thank you for your time!

Worksheet 1

Implementing and Sustaining Your Strategic Plan.
Copyright © 2011 by John Wiley & Sons, Inc. All rights reserved.
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WORKSHEET 2

Implementation Readiness Assessment Questionnaire

Instructions. This questionnaire is meant to help those thinking ahead to the process of imple-
menting a strategic plan.Implementation can be very challenging work and an organization
needs to be ready for it. Being “ready” doesn't mean everything must be in fabulous shape; it
does mean having a good idea of the current situation and what might be done over the course
of an implementation process to increase the chances of success.The questionnaire provides a
template that should be adapted as needed to make it useful.

Implementation Readiness Assessment Questionnaire

Dear

We will soon have a new strategic plan and must prepare ourseives for implementation efforts
in accord with the plan.Implementation will include continuirg rirany of the things we already do,
integrating new initiatives into ongoing operations,and pliz:ing out other activities. The purpose
of this Implementation Readiness Assessment Questionneire is to take stock of where we are now
and what we might need to do to prepare ourselves ‘or successful implementation.

Please complete the following information:

Name: \

My unit, division, or organizaticiw is:

My program, project, or functional area is:

Instructions for Completing the Questionnaire
There are no“right” or “wrong” answers.

For each statement in this questionnaire, please check the box for the number from 1 (strongly
disagree) to 5 (strongly agree) that best reflects your response to the statement.When a statement
or set of statements does not apply to your situation, please mark the NA (not applicable) box.

Please be candid in your responses and draw on your experiences in the last two years.

There is a space for comments after each set of questions.

Implementing and Sustaining Your Strategic Plan.
Copyright © 2011 by John Wiley & Sons, Inc. All rights reserved.
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Understanding
implementation (Step 1)

1

Strongly 2
Disagree | Disagree

3
Neither
Agree
nor
Disagree

Agree

5
Strongly
Agree

NA

We have extensive experience
with successfully implementing
changes—we understand what
is involved and how to make

it work.

We make regular dialogue and
deliberation a part of everything
we do.

We routinely set time aside to
assess what is working well, what
is not, what modifications might
improve what we do,and what
lessons we should take away for

current and future use.

Comments:

Implementing and Sustaining Your Strategic Plan.

Worksheet 2

Copyright © 2011 by John Wiley & Sons, Inc. All rights reserved.
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Leading implementation
(Step 2)

1
Strongly
Disagree

2
Disagree

3
Neither
Agree nor
Disagree

Agree

5
Strongly
Agree

NA

We have a strong sponsor(s)
to authorize and legitimize
the implementation

effort.

We have a strong champion(s)
in place to oversee day-to-day
implementation efforts.

Our leadership team is
clearly focused—our goal
is clear.

There is a high level of trust
among the members of the
leadership team—our
communications are open
and honest.

| personally have a strong
sense of urgency to move our

organization ahead.

Comments:

Implementing and Sustaining Your Strategic Plan.
Copyright © 2011 by John Wiley & Sons, Inc. All rights reserved.

Worksheet 2
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Understanding how and why
the strategic plan came to be
(Step 3)

1
Strongly
Disagree

2
Disagree

3
Neither
Agree
nor
Disagree

Agree

5
Strongly
Agree

NA

We understand clearly why
the strategic planning effort
was undertaken, which issues
were addressed, which were
not, and what tangible and
intangible immediate
outputs and outcomes

were produced.

We understand what those
involved in the strategic
planning process think are
the requirements for imple-
mentation success.

We understand what goes
on when the organization

works and succeeds—and
what goes on when things
are not working well.

Comments:

Copyright © 2011 by John Wiley & Sons, Inc. All rights reserved.

Worksheet 2

Implementing and Sustaining Your Strategic Plan.
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Clarifying who the
implementation stakeholders
are (Step 4)

1
Strongly
Disagree

2
Disagree

3
Neither
Agree
nor
Disagree

Agree

5
Strongly
Agree

NA

We know who our key
stakeholders are and
what matters to them.

We engage with key stakehold-
ers in effective ways to facilitate
our work.

We have a strong coalition in
place to support and protect

implementation efforts.

Comments:

Copyright © 2011 by John Wiley & Sons, Inc. All rights reserved.

Worksheet 2

Implementing and Sustaining Your Strategic Plan.
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Articulating what the
organization’s mandates,
mission, vision, and values
mean for implementation
and alignment (Step 5)

1
Strongly
Disagree

2
Disagree

3
Neither
Agree
nor
Disagree

Agree

5
Strongly
Agree

NA

As an organization (or group)
we have a clear mission.

As an organization all our work
is informed by our mission.

We pay attention to our mission
on a day-to-day basis.

We have a clear and shared
vision of organizational success
to guide our implementation
efforts.

We know what success would
look like for us as an
organization.

Comments:

Implementing and Sustaining Your Strategic Plan.
Copyright © 2011 by John Wiley & Sons, Inc. All rights reserved.

Worksheet 2
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3
Neither
Getting clear about strategies 1 Agree 5
that will continue, will be started, | Strongly 2 nor 4 Strongly
or will be phased out (Step 6) Disagree | Disagree | Disagree | Agree Agree NA
We are able to do both our day-to-
day work and accommodate
major changes.
Risk taking is encouraged in our
organization.
Comments:
3
Neither
1 I Agree 5
Stronaiy 2 nor 4 Strongly
Budgeting the work (Step 7) Disaaree | Disagree | Disagree | Agree Agree NA
We always link our budgets
directly to our strategic priorities... " |
We always have or find the resaui<es
needed to get the job done.
Comments:
Worksheet 2

Implementing and Sustaining Your Strategic Plan.
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Creating an implementation
management structure (Step 8)

1
Strongly
Disagree

2
Disagree

3
Neither
Agree
nor
Disagree

Agree

5
Strongly
Agree

NA

We have the needed manage-
ment capacity (that is, sufficient
management staff numbers, time,
and attention) to implement the
strategies and strategic plan.

We have the needed management
competencies (skills and abilities)
to implement the strategies and
strategic plan.

We have effective two-way
communications up and down
and within and outside the
organization.

We have more than adequate
information technology needed
to do the work (including
appropriate Web 2.0 and higher
technologies).

We are very good at managing
programs and projects.

We finish projects on time and
on budget.

Our organization’s structure is
flexible to accommodate cirarige.

Comments:

Implementing and Sustaining Your Strategic Plan.
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3
Neither
Developing effective 1 Agree 5
implementation teams Strongly 2 nor 4 Strongly
(Step 9) Disagree | Disagree | Disagree | Agree Agree

There is effective cross-
organizational cooperation.

There are adequate incentives to
encourage working together.

We have excellent conflict
management mechanisms and
processes in place.

We work well in teams.

| feel valued as an employee.

Comments:

Worksheet 2

Implementing and Sustaining Your Strategic Plan.
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Organizing alignment and
learning processes (Step 10)

1
Strongly
Disagree

2
Disagree

3
Neither
Agree nor
Disagree

Agree

5
Strongly
Agree

NA

Deliberation and dialogue about
important matters are encouraged in
our organization.

We act quickly to address important
issues.

We make extensive use of data and
analysis to make important decisions.

There is a merit-based system of
rewards and recognition tied to goal
achievement and working together.

We have well-understood and accepted
performance measures in place against
which to assess all of our important work.

We are a performance-driven
organization.

We make extensive use of formative
evaluations and ongoing collective
learning processes to constantly
improve our work and results.

Comments:

Worksheet 2

Implementing and Sustaining Your Strategic Plan.
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Putting it all together in strategy
maps and action plans (Step 11)

1
Strongly
Disagree

2
Disagree

3
Neither
Agree
nor
Disagree

Agree

5
Strongly
Agree

NA

We use clear and easily understood
graphics to show the direct con-
nections from mission, mandates,
and vision to strategies, actions,
and results on the ground.

Action planning is standard
practice in our organization for
every initiative, ongoing operation,
and individual.

The contributions of each action
plan to the achievement of our
strategic goals and mission are
clear.

The board has its own action plan.

Comments:

Worksheet 2

Implementing and Sustaining Your Strategic Plan.
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3
Neither
1 Agree 5
Staying the course—or Strongly 2 nor 4 Strongly
changing it (Step 12) Disagree | Disagree | Disagree | Agree Agree NA
We are not afraid to quit doing
things that are either low
priority or not working well.
We have a strong work ethic as
an organization (or group).
| am open to change.
Comments:
Any final thoughts?
Worksheet 2

Implementing and Sustaining Your Strategic Plan.
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WORKSHEET 3

Key Implementation Design Choices
Instructions. A number of interconnected design choices must be made to enhance the prospects
for successful implementation.The questions listed in this worksheet are designed to help the
initiators of the implementation effort explore these choices and to set the stage for further
discussions on implementation readiness and the design of the process.This information will
be aggregated, and individual comments will be kept confidential. At the outset of the imple-
mentation effort, answers to many of these questions are likely to be unclear.This worksheet
should therefore be updated as new information becomes available.

Name:

Organizational unit (if you are an external respondent, please notzihat here):

Job title: AN

1. What are the purposes of the new imglementation effort from your perspective?

a. In what ways are the implementation efforts intended to enhance organizational or
community performance and create public value?

Implementing and Sustaining Your Strategic Plan.
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b. What other outcomes or benefits of implementation are being or should be sought?

¢. What values should the implementation process embody in the way it is organized
and pursued?

2. Whose implementation effort is this currently (for exarmip!s, the board, management,
some other group or person)?

a. Whose effort does it need tC ke in order to be successful?

b. Is the implementation going to be “owned”—ultimately, if not now—by a community,
collaboration, organization, organizational unit, program, project, or function? If yes,
who or what is that “owner”?

Worksheet 3

Implementing and Sustaining Your Strategic Plan.
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c. Isthere a coalition in support of implementing desired changes? If so, who makes up
that coalition?

d. How will the coalition be maintained?

e. If a supportive coalition does not exist, how will it be buiit?

f. What are the implications of yeur answers to items a through e for participation?

3. How will or should the implementation process be tailored to the situation at hand?

Worksheet 3

Implementing and Sustaining Your Strategic Plan.
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a. What are the implications of prior successful implementation efforts for what
comes next?

b. What are the implications of prior unsuccessful implementation efforts for what
comes next?

¢. Are new goal formulation and visioning activitiez nacessary, and if so, where and
when should they occur in the process?

d. How will implementation efforts fit with other ongoing organizational processes and
change efforts, stich @s budgeting cycles, process improvements, information tech-
nology initiatives, and so forth?

Worksheet 3

Implementing and Sustaining Your Strategic Plan.
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e. How will the process be tailored to fit the organization’s culture—even if that culture
needs to be changed in some ways?

4. How will or should the process be managed?

a. Who are or should be the key sponsors of the process?

b. Who will or should champiciand manage the overall process?

¢. Who will or should champion important initiatives?

Worksheet 3

Implementing and Sustaining Your Strategic Plan.
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d. How will or should the implementation process be broken down into programs,
projects, phases, activities, tasks, and so on?

e. What is or should be the time frame for the implementation process overall and for
its major constituent parts?

f. What kind of participation processes will be neecied?

g. What kinds of commitmenss will be required from sponsors and implementers in
terms of time, energy, and financial and political resources?

h. How will the process foster ongoing learning and midcourse corrections?

Worksheet 3

Implementing and Sustaining Your Strategic Plan.
Copyright © 2011 by John Wiley & Sons, Inc. All rights reserved.



50

Implementing and Sustaining Your Strategic Plan

5. What are the requirements for success?

a. How will success be measured?

b. What should or must happen with the key organizationa!

nerformance indicators?

¢. Who must be a part of the guiding implementation coalition?

d. What is needed in terms of procedure, process, support,and content for the process

to be seen as legitimate?

Worksheet 3

Implementing and Sustaining Your Strategic Plan.
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e. What features of the organization’s culture must be honored? What has to change?

f. What organizational knowledge, skills, abilities,and competencies are required for
implementation to succeed?

g. What are the absolute minimum resourcze requirements, in terms of funds, people,
support,and other resources, without which implementation is doomed to fail?
(Recall that management attenticn is likely to be the most crucial resource.)

Additional comments:

Worksheet 3

Implementing and Sustaining Your Strategic Plan.
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