ORGANIZATIONAL
PERFORMANCE AND
CULTURL IN
PRACTICE

How People Practice
Supports the Achievement of
Business Goals and Objectives




THEORIES AND MODELS WHICH EXAMINE
ORGANISATIONAIL AND HUMAN
BEHAVIOUR: 7TRANSACTIONAL LEADERSHIP THEORY

Transactional
Leadership is
based on

Management
by Exception
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THIEOQORIES AND MODELS WHIICH & NE
ORGANISATIONAIL AND [E BEHAVIOUR:
NUDGE THIEORY

NUDGE THEORY CHANGE MANAGEMENT MODEL

Use evidence to
show the best

Keep the
momentum up
with short-term

wins

Present the
change asa
choice

Listen to Limit
feedback obstacles




THIEORIES AND MODELS WHICH E NIE
ORGANISATIONAIL AND [E BEHAVIOUR:
COLLEGIAL MODEL

Devolution Emancipation
of Power

Employees

Shared WValues Collegiality
B -

v

Shared
Decision-
IMMaking

Shared
VWision
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IRIVIERS OF CHANG

Drivers of Change

Internal
* Capabilities e Customers
e Resources * Competitors
* Inventions * |[nvestors
» Dissatisfaction = Technology
* Desire * Government




MODEILS OF CHANGE:; AIDIKA
CHANGE MODIEIL

ADKAR

Change Management Model

0 O O

1. What is and isn't working in 1. Communicate benefits for 1. Learn new technical skills 1. Empty a suitable 1. Engage a scrum coach
my organization adoption of scrum 2. Learn to think as a team governance framework identify champions
2. What are my options 2. |dentify risks involved 3. Learn how to time box 2. Training the basics 2. Share scrum experience
3. Communicate that there is 3. Build momentum 4. Share information 3. Start small 3. Learn from early mistakes
a problem 4. Address fears 5. Set reasonable targets 4. Don't do it by stealth
4. Focus attention on the 5. Adjust processes that touch
most important reasons to the scrum teams
change
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MODEILS OF CHANGIE: LIEWIN’S

ANGE MODEL

« Ensures that
employees are
ready for

= N
« Ensures that the

change

« Execute the becomes

intended permanent |




HOW TO BUILD DIVERSITY ANID
INCLLUSION INTO YOUR WORK IN ORDER TO
BUILD A POSITIVEE CULTURE

Gender

Education

Inclusive
Workforce

Office
location,

culture or
country of




HOW PEOPLE PRACTICES ACT ON
ORGANIZATIONAL CULTURE ANID
BEHAVIOUR

Strategic /
Business Pla
Work Work

Current State Vision / Values
Competencies Competencies

Gap Analysis l—]

HR Strategies & Plans
| Work Design / H Recruitment & I‘ Performance “ Leaming & I
Classification Selection Management Development
Career Dev & ‘ Rewards & H Organizational I‘ HR Plannin l| HR Information\
‘Suocession M;mtl Recognition Development g Management

Change Management

' Ongoing Evaluation




JINIIIL: ORTANCE OF WELLBEING AT

WORK AND THIE DIFFERENT FACTORS CIt

ACT WELLBEING

Employee
voice
Culture &
values

Work-life
balance

Wellbeing
at work
Personal

development




THIE RELATIONSE
BETWEEN THIE EMIPLOYERE LIFECYCILE AND
MY WORK

Talent that wants Being an

to stay. Learn from appealing
& manage exits. inclusive
employer

Enabling all
Strategy talent to
Strategic workforce successfully
plan designed to apply
deliver corporate

strategy

All talent

s  represented
and included




HOW PEOPLE PRACTICE CONNECTS
WITH OTHER AREAS OF AN ORGANIZATION AND
SUPPORTS WIDER PEOQOPLE AND
ORGANIZATIONAL STRATEGIIES

4. Work
processes
and systems

3. People

+ Clear vision and priorities

» Cohesive leadership team

» Clear roles and accountabilities
for decisions

» Organization structure that
supports objectives

» Organization and individual talent
necessary for success

+ Performance measures and
incentives aligned to objectives

» Superior execution of
programmatic work processes

+ Effective and efficient support
processes and systems

+ 'High performance’ values and
behaviors

» Capacity to change




PROCESSES FOR CONSULTING AND
ENGAGING WITH INTERNAIL CUSTOMIERS TO
UNDERSTANID THIEIR NEEDS
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CONSULTING
ENGAGEMENT
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KEY COMPONENTS OF
PLANNING STRATEGIES FOR ENSURING THAT
PROJECTS ARE DELIVERED IN LLINE WITIH
CUSTOMER REQUIREMENTS

PROJECT
Conception
& Initiation

1

PROJECT
Definition
& Planning

2

PROJECT
Launch or
Execution

3

PROJECT
Performance
& Control

4

PROJECT
Project
Close

5

Project Charter Scope & Budget Status & Tracking Objectives Post mortem
Project Initiation Work Breakdown KPls Quality Project
Schedule Quality Deliverables Punchlist
Gantt Chart S Ef:_ort iCost Reporting
Communication racking
Plan Performance

Risk Management
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