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Featured Presentation

5



Leveraging 
Models in 

Developing and 
Executing 
Change KPIõs

(Session 2)



Goals for Todayõs Session

Get introduced to the ART and Science of Change 

Leadership, Apogyõsmethodology for OCM 

Learn new measurement frameworks to develop 

change KPIs that effectively measure success

Review best practices as it relates to tracking, 

trending, and reporting on change performance 

1

2

3

http://www.apogy.biz/


ACMP Standard: 5.1 ð5.5 



The Future of Change, Managed
Organizational Change Leadership (OCL)

Right 
Skills

Right 
Mindset

Right 
Behaviors



The ARTand Science of Change Leadership

ART Science Success



ARTModel for Individual Change

AWARE READY TRAINED



AWARE READY TRAINED
(1) People are aware of the 

need for change / what is 

changing. 

(2) They understand the vision 

and reasons for the 

change.

(3) They understand how the 

change impacts their role.

(1) People are ready and 

motivated to change 

(buy -in). 

(2) They understand the goals 

and benefits for changing. 

(3) They have the right 

mindset and feel valued / 

supported.

(1) People have received the 

appropriate level of training.

(2) They possess the required 

knowledge, skills, and behaviors.  

(3) They can do what is required 

to realize the benefits for 

changing. 

ARTRepresents the Goals and 
Outcomes for Individual Change



Science of Organizational Change

PEOPLE PROCESS TOOLS

ÅImpact assessments

ÅNeeds assessments

ÅPresentation templates

ÅEmployee surveys

ÅReadiness checklists

ÅCoaching guides

ÅPlanning documents

ÅInitiative roadmaps

ÅProgress dashboards

ÅMessage maps

Change Team

Project Team

Sponsors

DESIGN

DEPLOY

DEFINE



Apogyõs Change Leader Process

DEFINE DESIGN DEPLOY

Define what is 
changing, why, 
and who; assess 
change impacts

1

Determine your 
change strategy 
and needs; 
define success 
metrics

2

Design change 
plans, tactics, 
and timelines; 
create message 
map

3

Review plans with 
key stakeholders; 
prepare sponsors, 
check readiness

4

Deploy changes 
per plan; coach 
leaders, monitor 
and measure

5

Fix issues and 
celebrate wins; 
share lessons 
learned; close
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ACMP Standard 5.1 and 5.2 ACMP Standard 5.3 ACMP Standard 5.4 and 5.5



Definition of Success

ACCEPT

ADOPT

SUSTAIN



GOALS

Align strategy 
with outcomes

Establish clear 
direction

Provide 
actionable 
insights

Define Success Measures and Metrics

As the Change Leader, You Ensure:

ÅThe business goals and outcomes are aligned with 

the measures and metrics that will be used to 

evaluate change progress and performance 

ÅConsensus on the methods and frequency that  

information and data will be collected, analyzed, 

shared, and addressed

ÅThe interventions to fix issues and activities to 

celebrate success are reviewed and approved

ÅThe sustainment plan and performance tracking is 

transitioned to the long -term owner



Measure What Matters

INDIVIDUAL 
LEVEL

ORGANIZATION 
LEVEL



Two Measurement Frameworks

ÅAware

ÅReady

ÅTrained

ART

ÅSatisfaction

ÅUtilization

ÅProficiency

ÅEngagement

ÅResilience
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ART
Measurement 
Framework
To Measure Success at 
the Individual Level

Aware

ÅI understand what is changing and why.

ÅI understand the business reasons.

ÅI understand the impacts on my role. 

Ready

ÅI am motivated / willing to change. 

ÅI understand the change goals and benefits. 

ÅI feel valued / supported by my leadership.

Trained

ÅI have received training on how to change. 

ÅI have the knowledge and skills to change. 

ÅI understand my role and responsibilities.



ARTRating System

AWARE
ÅLow (1): Unaware of the 

change or impacts on role

ÅMed (2 -3): Confusing or 

vague communication / role 

impacts unclear

ÅHigh (4 -5): Understands 

business reason for the 

change and role impacts

READY
ÅLow (1): Not supportive of the 

change / no buy -in

ÅMed (2 -3): Benefits for 

changing are unclear / less 

motivated to change

ÅHigh (4 -5): Employees are 

ready and motivated to 

change (buy -in established)

TRAINED
ÅLow (1): Did not receive 

training or poor training

ÅMed (2 -3): Confusing or 

vague training on how to 

successfully change

ÅHigh (4 -5): Training provided 

knowledge and skills to 

successfully change


