TUT Culture 
Change Management Plan
AIM 1:
Establishing a sound and solid basis for implementing the Culture Change Management Plan
	Description
	Management 
	

	Objective
	Activities


	Responsible
	Planned
	Indicator

	1.1 To analyse the previous organisational cultures 


	1.1.1 Conduct assessment of previous  organisational cultures

· surveys, interviews and discussion groups

1.1.2 Conduct analysis of data

1.1.3  Conduct climate study (Wellness program)


	Project Leader

CI-Specialised Team

Staff Development 
	March 2004

ongoing
	· An understanding of the existing cultures 

· Audit report on existing organisational cultures

· # of surveys, interviews and discussion groups

· 1 Report

	1.2 To determine the desired corporate culture for TUT 
	1.2.1 Conduct workshops, interviews and discussion groups with management and staff members

1.2.2 Inform staff members of the new TUT culture  

1.2.3 Determine what parts of the organisational culture need to change to suit new TUT culture
	Vice Chancellor

Corporate Relations

CI-Specialised Team

Project Leader


	July 2004

ongoing
	· Core TUT culture components identified in Tswaragano Briefings

· # of line briefings

· core organisational culture components identified 

	1.3   To define a change management strategy for the new organisational culture for TUT
	1.3.1  research and develop project  management strategy for implementation

1.3.2  consult various stakeholders such as HR, Corporate Relations, Staff Development, Unions etc.
	Project Leader

Culture Change Team
	April 2004
	· Change management strategy completed

· EMC approval 

	1.4  To create a sense of urgency and ownership for the new organisational culture 
	1.4.1  Create a strong awareness for the need for a new organisational culture

· Inform all staff members of the proposed organisation culture change

· Conduct workshops to impact information to create awareness among leaders and staff for the need for change
	Project Leader

Corporate Relations

Line Managers


	June 2005
	· 75% of the organisation persuaded that the status quo is unacceptable

· # of workshops/meetings

	
	1.4.2 Enable staff to understand and accept the need for a new organisational cultural change

1.4.3 Align Project with TUT Strategic goals
	Project Leader

Corporate Relations
	September 2004
	Project aligned with TUT strategic gaols 

	1.5  To establish and develop the project’s management infrastructure and capacity
	1.5.1 Establish project  infrastructure 

· Appoint project leader

· Educate the project leader, project team members and executives on change management principles, processes and techniques
	DVC -HR
	March 2004 
	· Project leader appointed

· Training conducted

	
	1.5.2 Identify the Specialised Team or Project Team.

1.5.3 Conduct presentations and training for committee
	DVC HR
	May

2004
	· Specialised committee identified

· Orientation of the Specialised committee 

	
	1.5.4 Allocate resources and support
	Project leader 

EMC
	May

2004
	Resources allocated

	
	1.5.5  Enlist counselling and therapy to assist staff through transition
	HR - EAP
	July

2004
	EAP services 

	1.6  To develop a strategy to direct the project
	1.6.1 Develop a strategy to help direct the project effort

1.6.2  Create appropriate action plans and budgets for units in support of the organisation culture change project
	Project Leader

CI-Specialised Team
	July 2004
	· Culture Change Strategy

· HR Plan

· Communication Plan 

· Training Strategy

	1.7  To communicate the mission and strategy of the project
	1.7.1  Identify stakeholders and involve them through an appropriate communication strategy
	Project Leader

Corporate Relations
	June 2005
	· # of stakeholders identified

· # of workshops


 AIM 2:
Institutionalising the New Organisational Culture
	Description
	Management 
	Timing

	Objective
	Sub-activities


	Responsible
	Planned
	Indicator

	3.1  Anchoring the Drivers of for the new organisational culture
	3.1.1 To develop a clear motto, vision, mission and values of the future
	Council

EMC
	Dec 2004
	Motto, vision and mission statements

Norms and values identified

	
	3.1.2 To communicate the vision, mission and values of TUT.
	Corporate Relations

Line Managers
	ongoing
	Branding strategy and communication

# of Tshwagarano briefings

	
	3.1.3 To establish and communicate the TUT brand
	EMC

Corporate Relations

Line Managers
	Dec 2004
	TUT logo



	
	3.1.4 To develop actionable goals and objectives for TUT.
	EMC

Strategic Planning
	February 2004
	Corporate goals and objectives identified and approved by Council.

	
	3.1.5 To develop, formulate and plan the strategic position of TUT at departmental level
	Line Managers
	August 2004
	Departmental business plans completed



	
	3.1.6 To develop and approve the Institutional Operating Plan (IOP) for TUT. 
	Strategic Planning


	Dec 2004
	Final IOP for 2005 – 2009 approved by all parties, Senate and Council.

	
	3.1.7 To communicate and clarify the strategy of   the institution which will unify efforts across the institution.
	Strategic Planning

Line Managers
	Dec 2004
	IOP distributed to all parties

	3.2 Developing Models which give form to our thinking;
	Align all HR organizational systems to support needed cultural change.  These include;

· performance management system, rewards and recognition, 
· disciplinary approaches, 

· compensation, 
· career plans and promotions 

· Employment and selection
	Human Resources
	June 2005
	All HR organisational systems aligned 


	Description
	Management 
	Timing

	Objective
	Sub-activities


	Responsible
	Planned
	Indicator

	3.3 Adoption of new ways of “doing things” or cultural practices in order to inform the TUT culture.  
	3.3.1 Identify norms and desired behaviours   that inform the new culture
	EMC

Culture Change Team

Line Managers
	Dec 2005
	Norms and behaviours identified

	
	3.3.2Communicate desired norms and behaviours
	Corporate Relations

Line Managers
	Ongoing 
	Culture Hand Book

	
	3.3.3  Ensure that the desired behaviours are role-modelled by the change agents
	HR
	June 2005
	# of workshops

	3.4 To establish enablers for planting and growing a new culture
	3.4.1 Establish organisational structures that are aligned with the vision and strategy of TUT. To develop clear defined responsibilities that everyone can understand.
	EMC

Line Managers

HR 
	Dec 2004
	Council approval of new TUT structure
Clear defined responsibilities

	
	3.4.2 Ensure that Leaders are passionate about  the vision and values and who engage and mobilise people to realise the vision.  
	EMC


	
	Leadership Charter signed and “lived” by all leaders



	
	3.4.3 To empower broad based action for implementation:  

· Identify departmental change agents

· Conduct skills audit to assess competency levels of change agents
· Outline roles and responsibilities of change agents
	Culture Change Team

Line Managers

HR
	June 2005
	Change agents identified

Skills audit

Roles and responsibilities of change agents outlined

	
	Assets and Resources
	
	
	

	
	3.4.4 To invest in educating staff members to inoculate them in the new culture.

3.4.5 Establish infrastructure for managing and monitoring cultural change process.
3.4.6 To establish functional committees

3.4.7  To provide resources for the various change initiatives e.g. organisational design, performance management system, skills development etc.
	EMC

Human Resources/Staff Development
Line Mangers
	
	Training and development

Project Team

Functional committees in place

Resources made available


	
	Learning Processes (Training and development)

	
	3.4.8  To educate staff members to inoculate them in the new culture
	Corporate Relations

Human resources
CCPD 
	
	Culture awareness workshops

	
	3.4.9 Build & Align Leadership by building leadership skills and transforming existing leadership paradigms into a consistent leadership style throughout that enterprise that encourages the desired behaviour among subordinates. 
	CCPD

	
	· 

	
	3.4.10 Develop competent leaders throughout the enterprise for the tough assignment of implementing transformation.
	CCPD
	
	Training for change agents

	
	3.4.11 To provide every new employees during   orientation with a true sense of the core values, vision, strategies and objectives of TUT.  
	CCPD

Line Managers
	
	Effective orientation process in place that is being consistently executed

	
	3.4.12 To provide employees with the right skills to ensure empowerment.  
	CCDP
	ongoing
	Skills Training Report

	
	3.4.13   Conduct training of line managers and change agents to ensure the practical implementation of change at the operational level
	CCDP
Line Managers
	Dec 2005


	Training  workshops 



	
	Communication Infrastructure

	
	3.4.14 To recruit managers and front-line managers to communicate the same message to their subordinates.  
	EMC

Corporate Relations
	
	Tswharagano briefings

	
	3.4.15 To establish and implement mechanisms that enable staff to provide feedback and make suggestions
	Corporate Relations

Line Managers
	Dec 2005
	discussion forums to facilitate discussion and upward communication established


AIM 3:
To monitor and measure progress
	Description
	Management
	

	Objective
	Sub-activities


	Responsible
	Planned
	Indicator 

	4.1 To audit and monitor the culture in relation to the espoused values and ‘thinking models.
	4.1.1 Administer wellness surveys using the Wellness Instrument on a regular basis to enable the provision of appropriate interventions, and to track progress.
	CCDP
Line Managers
	Ongoing
	Wellness Reports and recommendations

Submitted to relevant committees (Culture Change, EMC)



	
	4.1.2  Identify cultural issues within other processes such as grievances, disciplinary procedures, EAP,  client satisfaction survey, HR road  shows etc. 
	Human Resources 
	Ongoing
	Cultural issues identified and reported to relevant committees

	4.2 To monitor and ensure implementation of culture change management plan
	4.2.1 Monitor culture change management plan and compile progress reports/recommendations to relevant committees 
	Culture Change Team
	ongoing
	Progress reports and recommendations submitted to EMC and relevant committees

	
	4.2.2  To oversee the implementation conducted at departmental and separate employee levels
	Line Managers
	Ongoing
	Progress reports

	4.3  Monitor visible cultural elements such as symbols and icons
	4.3.1 Ensure that Symbols & Icons are visible
	Corporate Relations

Line Managers
	
	Logos, Vision & Mission Statements

	4.4  To generate short term wins to foster commitment to the new organisational culture
	4.4.1  To recognise and celebrate visible performance improvements within culture framework
· Alignment of culture change issues with performance management system (PMS)
	EMC

Culture Change Team
HR
Line Managers
	June 2005
	Category added to Excellence award policy

Cultural issues incorporated into PMS

	
	4.4.2 Provide managers with evidence that the change process is on track 
	Culture Change Team

Corporate Relations
	ongoing
	Progress reports to relevant committees
Communication 
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