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About Me

| am a results-driven executive with deep expertise in

organizational change, enterprise learning, and
workforce transformation across healthcare,
government, and professional services environments.

TRAINING INNOVATION

PEOPLE INSPIRATION
REVENUE GENERATION
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Happy Clients Say...
" "
s

DAVID COLON
Director - USPS

JOHN HARDING
SVP - Acentra Health

“Chris excels at engaging in a client services “Chris has an innate ability to consume information,
environment where he can demonstrate his understand his audience and provided a flexible and
business acumen and lead clients to solutions scalable learning solution leveraging adult learning

that improve the performance of their teams.” beat practices and principles.”
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TRAINING
INNOVATION

J 20% efficiency through
Al-enabled learning tools

Junior Talent Feeder
Program

s/ L&D to OCM
transformation

Achievements

PEOPLE REVENUE
INSPIRATION GENERATION

$3.5M contract with

o o i ' .
25% Increase In the state of lllinois

certification rates

$5M savings in labor
costs after four years

$150k budget
efficiency

e 80% knowledge
retention across
dispersed teams

e Global team leadership
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Contact

Details

Phone: +1-607-368-2748
Address: www.chrismangione.com

Email : chrismangione605@gmail.com
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L&D Transformation

What's Happening

As part of our ongoing efforts to
enhance our organizational
effectiveness and deliver greater
value to both our iternal and
external stakeholders, we are
embarking on a strategic
transformation of the L&D team
to a comprehensive Change
Management focused capability.

See More —>

What is it: What is it: What is it:

+ Basic understanding of change management frameworks  «  Ability to apply frameworks in real-world scenarios » Expert-level understanding and mentoring others on frameworks
(ADKAR) + Tailoring communication to various stakeholder needs + Managing complex stakeholder dynamics, including senior leadership

+ ldentifying key stakeholders * Developing basic strategies for overcoming resistance * Proactively managing resistance and fostering support

ind strategic messages for complex audiences
Benefits to Internal Client Stakeholders Benefits to External Stakeholders ract assessments with risk mitigation strategies

ange initiatives that ensure long-term adoption

Iytics to measure long-term change sustainability

Enhanced Change Support: By integrating change management into the Improved Client Outcomes: The expanded capabilities of the R&A team will  :hange initiatives, mentaring other change leaders

R&A team's responsibilities, our internal clients will benefit from a more holistic enable us to better support our external clients by providing comprehensive shange efforts, fostering organizational resilience
: s = St . s e n-wide communication strategies for change

approach to change, ensuring that all aspects—people, processes, and change management services alongside training. This will help our clients 1wide alignment for large-scale changes

technology—are aligned and supported during transitions. achieve their transformation goals more effectively and with less disruption.

Increased Effectiveness: With the R&A team taking on additional change Stronger Partnerships: By offering a full suite of change management

management duties such as conducting impact and risk assessments, services, we position ourselves as a more valuable partner to our external

developing key messaging, and building a change champions network, our stakeholders, enhancing our relationships and opening up new opportunities

internal projects will be more thoroughly supported, leading to smoother and for collaboration and growth.

more successful implementations.

Greater Stakeholder Engagement: The team's expanded role will include

consulting with leaders on communication strategies, ensuring that change

initiatives are communicated effectively and that stakeholders are engaged

and informed throughout the process. Phase 1: Foundation Building

2025

Awareness Campaign Components

* Key Campaign Components:
— Announcement Email’Communication from Leadership
» Subject: Important Update: Transition to Organizational Change Management
» Content: A message from senior leadership outlining the strategic importance of this transition, the reasons behind it, and the overall goals of the project.
» Timing: Q4 2024
— Information Sessions
» Title: Transition to OCM: What You Need to Know
» Content: A series of virtual and in-person sessions where leadership will explain the transition in detail, provide an overview of the OCM framework, and
discuss the anticipated benefits for the organization.
» Timing: Late Q4 2024
— Timeline Overview
» Q4 2024: Foundation Building
* Announcement of the transition and initial information sessions.
* Assessment of current R&A team capabilities and identification of areas for development.
» Q1 2025: Training & Skill Development
* Training programs and workshops focused on OCM principles and practices.
* Introduction to new tools and methodologies that will be integral to the expanded role.
» End of @1 2025: Full Implementation
* Official transition of the R&A team to a change management-focused capability.
* Final assessment and adjustments based on feedback and initial experiences.
* Digital Resource HubContent: A dedicated section on the internal portal where team members can access detailed information about the
transition, including FAQs, timelines, training schedules, and resources on OCM.Timing: Launch by early Q1 2025Regular Updates and Check-
InsContent: Bi-weekly updates from the project lead on the progress of the transition, milestones achieved, and upcoming activities. Timing:
Throughout Q1 2025




Learning Management System

Year 1 Year 2 Year 3
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Cornerstone Platform Costs System Costs
3000 user licenses $144,000 $149,760 $155,750
Single Sign On B HRIS integration
Choice Client Success Package
Unlimited Data Hosting
Training

LXP Integration
Succession

o
HRIS Integration for Performance Scores
Opportunity Marketplace
ATC intanrad diom

Content Provider

Skillsoft Content Costs
Year 1 Year 2 Year 3

System Costs |
2500 active users $195,600 $195,600 $195,600 |

. Interoperable Systems a2 S
9 e
W h a t s H a p pe n I n g f:;;fli:hliz;%eel:elopment Program toolkit 300 users

Tech/Dev Expert Codeacademy
Percipio support

Annual System Cost $156,517 $195,600

Resource Planning Software

Resource Planning Platform Costs

Cornerstone Skill Mapping

Two healthcare companies have

LMS & LXP

merged, necessitating a strategy
for learning technologies. The

Succession Planning

Skillsoft

Year 1 Year 2 Year 3

0 0 System Costs
reCO m m e ﬂ d a t I O n I S a n Career Pathing . ! 100 User License $105,000  $105,000  $105,000
. . o Data Lake Connection $13,000 $13,000 $13,000
Ny Sandbox Environment $5,250 $5,250 $5,250
I n te ro p e r a b | e SO | u t I O n Of L M S7 S el Costpoint Connectivity Maintenance 512,000 $12,000 $12,000

LMS Connectivity Maintenance Fee? $12,000 $12,000

lira Cannectivity Maintenance Fee $12,000 $12,000
Annual System Cost $135,250 $159,250 $159,250

support Resource Planning and Administration & Oversie

Planview Support! 530,000 $30,000 $30,000

Career Pathing to meet current P E— __ResourcePlanningManager:  S146880 $151.286 $155825
Mool Total Administration $176,880 $181,286  $185,825

and future needs. Eﬂﬂ%

LXP and learning content to

Total Recurring Cost $312,130  $340,536  $345,075

One-Time

See More —>

Costpoint Integration

LMS Integration®
Jira Integration

518,000
$20,000
$25,000

Integration Consultant - 200 Hours 530,000
Planview Implementation S60,000

Total One-Time Costs

Total Annual Costs

$108,000 445,000 s0

420,130 5385,536 345,075
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Change Management (CM) Framework

A people focused model for Al Academy commitment

I._. na ::I:Il ement '_ omm i tment

Understanding Adoption Commitment

Change Management

What's Happening

A large healthcare provider is

Implementing an Al academy
and need their personnel to

Change Champions

Communication

adopt several tools to gain the
efficiencies eXpeCted by their -xecutive Alignment
investment in these innovations.

The recommendation is a Disoover

t t d t t . | h 1 l l[-':-_-J I n i:,—. :] F'. ann I n I:‘ ! N Gather information and assess learning
S r a e gy a n a C I C a a p p ro a C " ' : : :‘%"?F.;;:geg!;ﬁsﬁamw

8§08

288

to inform, train and build L Training opbment

EIEITHIE BNG USET MEArning
PECUingments

commitment. S - B e i

e & = . Create training plan and schadule
[ramin a Deliver \ . Analyze technology

g88¢

S ee M ore — Value Realization Devalopment Timeline Estimate Updated Communication Plan Learning Materials: -

e rranifia lanietae nlnn
Draft Communication Plan Ingtrirtianal Rasian kia e Storyboards T
Kick-aff Materials u Prototypes Ri

Technalogy Assessmeant T Alpha Beta Builds i

Project Plan C Instructor guides o

Draft High-Level Outline Job Aids

Ekills Assessment Process flows

.-"."'-._ :j 0] [f] i | an nentl . Draft Styles and Standards & Templates Presentations
Participant’s materials

Evaluations
Update Logistics Plans
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Facilitator

Assessment & Growth

Program

Whats Happening

A global organization faced a
post-pandemic uncertainty
around facilitation quality and
consistency, The solution
included centering on facilitation
categories and specific actions as
competencies, a review/feedback
mechanism and a link to
performance reviews.

See More —>

FACILITATOR ASSESSMENT
& GROWTH TOOLKIT

Purpose

@ Develop confident, competent facilitators
who align with goals and elevate the learner
experience

Assessment Frequency
Quarterly: Facilitator self-selection, peer
observation, feedback & development

Annually (Optional): Integrate results into
performance reviews

Suggested Quarterly Cycle
1. Selection & Goal Setting
2. Peer Observer Assignment

3. Observation & Assessment
4. Refiection & Feedback

Levels of Achievement
Emerging: Early skill development
Proficient: Meets key expectations
Advanced: Regularly exceeds standards
Mastery: Demonstrated excellence

Performance Review Integration

Managers may opt in, with facilitator consent,
to include quarterly assessments in annual
evaluations

5 categories to frame your 4

FACILITATOR
CHECKLIST

Preparing for the Training Event Creating a Learning Environment

Planning, partnering,

Sl From camera presence to
communicating, scheduling, energy - set the tone and
and prep work before the == foster engagement.
first learner logs in.

Eliciting Discussion Fostering Learning

Spark meaningful (= Active learning
conversations, foster ( ( experiences, make it real

connections, and invite the and help knowledge stick.
learners’ voices.

Post Training Event Prep "

Finish strong with follow-up, 0,
feedback, and continuous 24 £2
improvement.

5 categories with examples

to frame your

FACILITATOR

CHECKLIST

Preparing for the Training
Event

v’ Develop facilitation plan
v Review content

and materials =
v’ Test technology

setup

Eliciting Discussion

v Ask open-ended
questions

v Use active !% &
listening skills

v Encourage
participation

Post Training Event Prep

v Deliver follow-up
materials =

v Solicit facilitator =
feedback

Creating a Learning

Environment

v Set expectationsj@j
and objectives

v Establish ground rules

v Demonstrate
confidence nd
enthusiasm

Fostering Learning

v  Incorporate 5
activities and
practice

v’ Provide relevant
examples

v~ Adapt to group needs

Y- « Reflect facilitator

féedback
v Reflect on lessons
learned
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Purpose

The Communications Approach provides a standard set of guidelines, methods, and tools for enabling
thorough communications, including meetings, workshops, and messages during training.

Communications Gangenens

General Overview Communications Activities and Decisions

Guiding Principles Process Flows
Key Contributors Communications Instances & Examples

Communications RACI Diagram Tools, Templates & other Job Aids

Approach Components

What's Happening

A Federal agency needed to

deol CRM which wil
eploy a new which wi Key Contributors (1 of 2)

cause disruption with the call The Ceramnssntaniiana Annaann A e el

Pro - Key Contributors (2 of 2)

center workforce. A key

com ponent of the Cha nge Plan The Communications Approach reauires the followi

- Communications RACI Diagram

§ Approach Components
ammuncaions TG COMPONENIS | vy nication Core Elements

was to strategically
communicate change events.

Communications

The solution included a Assess noeds for COMPpONENt image:
communications Communication: . ' e ' ' . . .
comprehensive approach and | Deiskpainen training messag High Level Communications Acti
Manage agendas Sample communications activities regarding Training Co

content, decisions [

Communication Audience

O pe ra ti n g m Od e I * | Escalate decision Y. P(ogram Team Gommunication Type RS Cawegory

Governance as nt
— « Contact Cente Governance | Governance Meetings Training Capability Governal
Track revisited de " Em ployees
and distributed ca
Draft training com

Supervisors/Ac R
See More —> Approve raining ™ . Program Lead Rogisraon Changes sndlor
: Sponsors Sancslation
-
Key Messages: Training Registration Emails | Manager

Reoceurring and Verification Business Unit Managers

= What does Trai

training efforts tl Program Leadership & Gove
- Training Leads
Training Updates
Business Unit Managers
Go-Live & i i ralngee. 5 iz
Day to Day sers (Trainers, Super User:
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New Hire Training
Program Level 4
Evaluation

What's Happening

A large Federal client needed
my team to redesign their new
hire training program in their
national call center enterprise.
The resulting approach
Increased the training time, but
significantly reduced time to
mastery, resulting in dramatic
results:

e $900k Annual See More ~—»
Savings

1.5 FTE saved

e 5.5% reduction in
average handle time

Level 3

* 5.5% reduction in
average handle time

e 10% customer
satisfaction
improvement

Level 2

Call Center Culture - Score Distribution

90
Scare (%)

Level 4

1.5 FTE compounded
savings each month

$900k annual savings
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Individual Learning Plan

What's Happening

A company merger exposed
weaknesses in compliance
training administration
alignment. | developed a
singular, comprehensive
strategy to administer annual
training while promoting
aspirational training tied to
career pathing stategies.

Open enrollment

12 month completion
Quotas for managers

Reporting to Learning
Advisory Council

See More

—>

Executive Summary — Individual Learning Plan (ILP)

Each calendar year, each employee follows an individual learning plan with three categories

1. Every 12 Months — legal and contractual

2. Compliance — role/project specific, company strategic

3. Aspiration — career, goal
Managers are responsible for maintaining the plan with each of their direct reports
— Courses are open enrollment
— Schedules for completion are made within the manager/direct report relationship

Milestones for achievement are a shared responsibility
A company-wide ILP is proposed for 2024

COMPLIANCE
Legal requirements (per Org/Project) MANDATORY

Essential competencies and training

ASPIRATION specific to one’s role or program/project assignment
Career, goal, and company strategic
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My Best Works

Recruit to Hire Model

Attrition Mitigation through Recruiting and Engagement

Recruit to Hire: ‘ Traditional CO“ege Grad
« Traditional college grads
* Veterans

* Non-tech degreed grads
* Career transitioners Transitioning Veteran

Recruit to Hire:

+ Traditional college grads Project Assignment
« \eterans

* Non-tech degreed grads

* Career transitioners

Junior Talent Feeder

| i Onboarding and skills ﬁ Non-tech Degree Grad
p m Degres progra competency triage
rog ra ' | BAPlacement O, * Onboarding, compliance training
[ 1 Evahamion v * Customized learning |
The CFO identified talent — 2 e g ey Career change
- Ww £l i
* Veterans.gov + SQA1,2,3

Make the offer to a candidate that fits the

acquisition and retention o - : Business Development*
\ profile not (necessarily) an open role

programs that do not include
tapping in-house talent, resulting
INn higher compensation costs

Learning Journey - BA Developer example

= Each learning journey allows learners to access at the point of need to reach

every month. The task was to COMpESSicy per—— Rotational Analyst Program (RAP)
develop a feeder program, s e e

=== RAP is a pilot program to give business analysts (associate - senior levels) the

MMIS Products &

reimagining recruiting and

ks opportunity to experience multiple roles over the course a year to gain new skKills, create
training practice. The result was a o strong foundational knowledge, establish new relationships, and consider different career
. . e paths.
$1M savings in year two and $5M i

savings in year four.

See More —>



