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Introduction 
Organizations and the people who work for them are in a constant state of flux. Human resource 
departments are the catalyst of change management in their organizations. The policies and 
strategic direction of the workforce are often defined by HR and the people who work for the 
department should understand their role in change management. Identifying organizational 
culture, defining workforce development plans, organizational development and effectiveness 
are common ground for HR and change management. Workforce development is seen as an 
important element in change management to ensure employees have the knowledge, skills, and 
abilities to adapt to an ever changing world and workplace. In order to facilitate these changes, 
human resources must have a successful strategic communications plan in order to effectively 
disseminate the message of human capital development and its importance. 
The objective of this strategic communications plan is to effect information sharing and 
emphasize organizational development and change management from the Georgia State 
University (GSU) Human Resources Administration. This plan will allow Georgia State 
University to maintain the effectiveness of its workforce through transition and influence 
stakeholders to participate through the avenues and mediums provided. 

The Communication Plan contains the following elements: 

- Communications Purpose & Goals 
- Situational Analysis 
- Target Audiences 
- Communication Principles 
- Goals and Objectives 
- Themes and Messages 
- Performance Indicators 
Communication Purpose & Goals 
Purpose 
The purpose of this strategic communication plan is to contribute to the successful 
implementation of change management and organizational development with targeted 
communication delivered to inform stakeholders about the purpose and objectives of 
implementation efforts, and the specific contents of the plan. In order to successfully implement 
this plan, the following goals must be accomplished: 

1. Enable Leadership Advocacy: Provide information to enable GSU Directors and 
managers to be advocates of organizational development and change management* 

2. Build Cooperation to engage GSU Faculty and Staff: Create awareness and 
understanding of change management impacts and implications - on staff jobs, workforce 
development, employee benefits, work processes, HR policies, etc. 
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3. Demonstrate Human Resources' dedication to GSU Faculty and Staff development: 
Demonstrate how change management supports and fulfills HR's mission of being 
committed to "Exhibiting Pride" in how Georgia State University Employees work and 
by providing quality and efficient services while communicating effectively to the GSU 
community and to achieve the institutional goal of becoming a premier urban research 
university. 
^Throughout the document, links to business objectives will be noted using the above 
numbers. 

Situational Analysis 
These are potential issues that can affect the implementation of change management within an 
organization. 

Strengths: 
Existence of previous strategic planning efforts (Links to Goal 3) 
Tools to improve HR activities are available (Links to Goal 3) 
Workforce dedicated to mission(Xm£s to Goals 1,2, and 3) 

Weaknesses: 
Communication efforts within departments may be an issue (Links to Goals 1 and 2) 
A need for continual evaluation and updating of human resources practices and 
policies (Links to Goal 3) 
A need for accountability by managers and employees to achieve clear and 
measurable performance levels (Links to Goals 1 and 2) 

Opportunities: 
Creative and flexible options to implement change management are available (Links 
to Goal 3) 
Technology available to foster more effective activities (Links to Goals 1, 2, and 3) 

- Information about best practices in HR and change management is available (Links to 
Goals 1, 2, and 3). 
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Threats: 
- Budget constraints can hinder the implementation of change management (Links to 

Goal 3). 
- Time constraints can hinder the efforts of employees who may be interested in change 

management (Links to Goals 1 and 2). 
Potential resistance from employees and leaders who may not be open to any changes 
that may affect them (Links to Goals 1 and 2). 

Target Audiences 
Directors and Managers - Part of the GSU faculty and staff who determine the direction of 
their respective departments 
GSU Faculty and Staff - Georgia State University employs around 3,500 full-time faculty and 
staff and 4,500 temporary and student employees. 
Organizational Development Team - Includes director, training specialists and coordinators. 
GSU Human Resources Department- Collaborate with HR department to discover upcoming 
policies or procedures that may affect GSU faculty and staff and what training classes may be 
beneficial depending on the situation of a department or organization. 
Potential Job Seekers - People who are interested in working for Georgia State University must 
have an awareness of the culture of Georgia State University and if they are willing to "buy-in" 
to the culture of change management and organizational development 
Marketing/Communications Department- Consult with Marketing & Communications 
Department through various phases of projects to ensure communications-related decisions 
meets with approval and fit within organizational/GSU standards. 

Communication Principles 
The following guidelines outline the preferred way that communication will be developed and 
implemented. These are expectations that will dictate how communication activities will take 
place: 

- Tailor communication vehicles to specific audiences. 

- Create an analysis of Strengths, Weaknesses, Opportunities, and Threats (SWOT Analysis) to 
determine the needs of the overall organization and set priorities on challenges needed to be 
addressed 

Page | 3 



- Design communication using fact-based information and deliver openly, regularly and in a 
straightforward manner. 
- Ensure communications contain consistent key themes and messages. 

- Continually reinforce the reasons for change. 

- Consistently ask for feedback and involvement from stakeholders. 

- Evaluate pre-determined points to ensure the messages are understood. 

- Pursue communication opportunities at activities (focus groups, workshops, training sessions, 
new employee orientation, etc.). 

- Consult with Marketing & Communications Department through various phases of the project 
to ensure communications-related decisions meet with approval and fit within 
organizational/GSU standards. 
Communication Mechanisms 
Communication mechanisms will be selected from the following available sources according to 
the objectives and audience of each communication piece: 

- Workshops 

- Focus Group Sessions 

- Social networking pages - Provide links from a Linkedln.com or Twitter page to monthly e-
Newsletter, course descriptions to be highlighted or people who have benefited from courses 
- Organizational Development Newsletter with course descriptions, in-depth stories about 
courses, and articles relevant to human capital development 

- Create printed marketing collateral such as flyers or brochures promoting courses to be 
delivered to audiences 
- Website updates 

- E-mail memos 

- Conduct presentations at pre-scheduled meetings (HR Conference, Directors Meetings, HR 
staff meetings, etc.) to emphasize the benefits of change management. 

- Information Sessions 
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- Internal publications within GSU to emphasize the benefits of participating in training 
programs 

Goal 1: Enable Leadership Advocacy 
Objectives: 

1. Meet with directors to determine their needs for their respective organizations in order to 
create effective business cases to support goals and objectives. 
Implementation: Spring 2012 
Target Audience: Directors and Managers, ODCS Team 

2. Create presentations with Organizational Development and Consulting Services staff 
advocating workforce development and how beneficial it can be to the directors' 
department and advocating a culture of change with their employees. Publish marketing 
collateral to create a more engaging presentation. 
Implementation: Summer 2012 
Target Audience: Directors and Managers, ODCS Team 

3. Promote executive coaching as an effective way to meet challenges and exceed goals for 
leader's organizations by creating workshops or brief presentations during directors 
meetings. 
Implementation: Summer-Fall 2012 
Target Audience: Directors and Managers 

Goal 2: Build cooperation to engage GSU Faculty and Staff 
Objectives: 

1. Promote organizational development services during new employee orientations in order 
to emphasize and create a culture of change and development within GSU with a 
presentation. 
Implementation: Summer 2012 
Target Audience: Incoming GSU faculty and staff 

2. Update and maintain department Web site with links to social networking pages, course 
descriptions, calendar, e-newsletter, and any printed marketing/PR collateral relevant to 
human resources in order to present a consistent message to engage GSU faculty and 
staff. 
Implementation: Summer 2012 
Target Audience: GSU faculty and staff, HR Administration, Potential job seekers 

Page|5 



3. Create surveys/evaluations after training classes to gauge the opinions of GSU faculty 
and staff in order to determine the needs and wants and what courses would be most 
relevant to them in their workforce development. 
Implementation: Summer 2012 
Target Audience: GSU faculty and staff, ODCS team, HR administration 

4. Build and maintain a social networking presence for GSU's Human Resources to 
promote services and activities for GSU employees. Create a Linkedln page for GSU HR 
department with a discussion board to discuss issues in change management and 
workforce development. Promote upcoming classes on sites, and links to e-newsletter and 
other publications. Collaborate with the web coordinator to ensure usability and 
maintaining GSU standards. 
Implementation: Summer andfcdl 2012 
Target Audience: GSU faculty and staff, GSU Marketing and Communications 

5. Create a series of stories interviewing various GSU faculty and staff to find out how 
organizational development services helped to increase their knowledge, skills, and 
abilities. Stories can be created for ODCS e-newsletter, and GSU publications such as 
Georgia State Magazine and the Georgia State University Villager. External 
communications such as Team Georgia's website that promotes activities of state 
employees as well. 
Implementation: Fall 2012 
Target Audience: Directors, GSU faculty and staff, job seekers 

6. Facilitate focus groups with employees to determine the needs of the organization and to 
find out what type of change management may be needed. 
Implementation: Fall 2012-Winter 2013 
Target Audience: GSU faculty and staff, Directors and Managers, ODCS team 

Goal 3: Demonstrate Human Resources' dedication to GSU Faculty and Staff 
development 
Objectives: 

1. Coordinate meetings with divisions within HR to find out which activities or upcoming 
events will affect overall GSU faculty and staff and what messages to convey, and which 
vehicles would be most appropriate to deliver information. 
Implementation: Summer 2012 
Target Audience: Human Resources Administration staff 

2. Collaborate with other training divisions to see if their course offerings can be beneficial 
to Human Resources and workforce development. These groups include E-Training, and 
GSU Center for Teaching and Learning. ODCS can join forces to utilize services from 
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these organizations in order to create a sense of cooperation with other departments in 
order to fulfill the mission of workforce development. 
Implementation: Fall 2012-Winter 2013 
Target Audience: Human Resources Administration, GSU faculty and staff 

3. Create information sessions/open houses to promote activities within HR that emphasize 
workforce development to engage staff and to demonstrate the HR administration's 
devotion to change management. 
Implementation: Fall2012-Winter 2013 
Target Audience: GSU Faculty and Staff 

4. Continue to recognize and reward those employees and organizations who have taken the 
initiative to embrace workforce development as a part of achieving their goals. 
Implementation: Summer-Fall 2012 
Target Audience: GSU Faculty and staff, Directors and Managers 

Key Deliverables of the Communication Plan 
- Regularly scheduled meetings with the following groups: 

Recruitment and Retention 
Organizational Development and Consulting Services 
Employee Development and Wellness Services 
Classification and Compensation 
E-Training 
Center for Teaching and Learning 
Marketing and Communications (Web development, Media Relations, etc). 

- ODCS Team: Will include program specialists, training managers, and department heads 

- Monthly project newsletter/email circulated to the HR Team including the above teams 

- Covering communications for training and other implementation activities 

- Integrated communications with existing GSU vehicles (publications, ongoing plan) 

Themes and Messages 
Themes 

The History of Georgia State University has been one of transformation (Links to 
GSU Strategic Plan 2011-2016), so employees must continue to evolve and develop 
professionally in order to adapt to any changes as GSU evolves (Links to Goals 2 and 
3). 
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Organizational Development and Consulting Services has a vested interest in overall 
employee success and improving human capital (Links to Goal 3) 

- Change is inevitable, but it is adaptable, controllable, and effective when properly 
leveraged (Links to Goal 3). 
Organizational change and change management can be successfully implemented 
with proper planning (Links to Goal 1 and 3). 
GSU's Human Resource Administration is capable of leading the charge of being 
responsive and adaptable in an ever-changing environment (Links to Goal 3). 

Messages 
Organizational Development and Consulting Services has strategic partnerships with 
departments in the GSU community to help their human capital become more 
productive and dynamic through training (Links to Goal 1 and 2). 
GSU Human Resources strives to fulfill its vision of communicating effectively with 
relevant stakeholders throughout the university in order to effectively facilitate 
change (Links to Goals 1, 2, and 3). 
GSU Human Resources is committed to fulfilling their mission to provide quality and 
efficient services while effectively communicating to the GSU community (Links to 
Goals 1, 2, and 3). 

Performance Indicators 
1. An increase in awareness of training programs throughout GSU campus (Links to 

Goals 1 and 2). 
2. A positive perception among faculty and staff on the benefits of taking courses with 

human resources and how classes can impact and enhance human capital (Links to 
Goals 1 and 2). 

3. A culture of collaboration with the HR administration in order to fulfill the goals of a 
more effective workforce (Links to Goals 2 and 3). 
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