Implementation Checklist

Some of the greatest ideas are shot down by poor implementation.     Duke
Purpose: Good implementation is really just acceptance finding.  What is required to make the staff prepared and safe while transitioning to the new state?  The death of most implementations lies in not predicting what will go wrong or what’s missing.  For those serious about success: Check out the DVD version of K19, I AM SAM or Beautiful Mind and select the commentary version of the movie. It shows the pain staking planning, thinking behind creating a success.   
Both thinking and feeling are essential, and both are found in successful organizations, but the heart of change is in the emotions.  The flow of see-feel-change is more powerful than that of analysis-think-change.  These distinctions between seeing and analyzing, between feeling and thinking, are critical because, for the most part, we use the latter much more frequently, competently, and comfortably than the former. 

  - The Heart of Change, by John P. Kotter and Dan S. Cohen

· Leadership briefing of proposal and request for their input complete.  Level of open commitment established

· Solutions tested with staff, roadblocks tested with sampling of staff where possible, speculated where not possible.  Note, solution should be ‘leaked’ to staff before implementation D-day)

· All effected parties and those outside the department approached with the purpose for change, their role in the change and their feedback considered to optimize implementation

· Develop backup considerations should implementation falter

· D-day set, promotions planned, advantages of the new state made evident

· Communication plan for receiving real time feedback established

· Training and support plan set during the transition period.  Attempt to gain skill competence before D-day

· Solution unveiled to staff

· The need for change

· The solution for change

· The advantages for making the change

· The length of implementation or trial period estimated

· The system for feedback and readjustment due to feedback

· The support available for instructions/help in acclimating to the change

· Have facility and equipment changes procured and installed

· New instructions clear, visually placed in workplace, and ramp-up training planned.  D-day staff should be fully equipped and prepped

· Beef-up new change support during break-in period of implementation

· Post D-day, at end each day, check with all users for difficulties, needs, that kept the implementation from running as expected.

· Adjust process and accommodate feedback accordingly.

· Stay with daily assessments until the need for adjusting the process is minimal.

· Develop an ongoing means for feed-forward to staff (new changes) and feedback from staff (need for adjustment)

· If applicable, dismantle the old process

· Once new system is stable, rerun your metric.

