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Abstract
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There is much more to large-scale projects and programs than to a single large

project. In this presentation, the speaker will share how to reach strategic goals,

how to professionally manage a number of parallel-running projects, how to

manage the requirements of all stakeholders and how to maintain an overall view

while taking into consideration intercultural change management methods. The

knowledge, examples, and experience shared in this presentation are derived

from an actual 3-year program he delivered during his tenure at one of the largest

telecommunications organizations.
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▪ Managing Director next level consulting APAC, Senior Consultant, MSc, MBA, PMP, ACP, PSM

▪ Professional experience (selection): 

▪ Global implementation of a Cyber Security framework for DTAG/T-Systems for 45 000 employees

▪ Professionalizing of Project Management in London for DTAG/T-Systems as Head of Projects

▪ Introducing and building-up Cloud Computing in regional data-center for DTAG/T-Systems in Singapore as VP

▪ Implementing a data-center for a Manufacturing Execution System for General Motors as CIO
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> Group projects according to their logical context

> Identify interdependencies

> Management and control of the timely delivery of cross-functional items and 

compliance with the framework conditions of the project 

> Creation of governance structures

> Provisioning the resources

> Breaking down the goals and services into manageable work packages

> Implementation of the plan

> Execution of the project according to the expectations and requirements of the customer

The relation between Corporate, Portfolio, 
Program and Project Management 

> Breaking down the corporate strategy into projects and programs

> Selecting and evaluating projects and business areas

> Prioritize based on strategy and its contributions 

> Share projects and programs

> Define Reporting

> Monitor and control at a high level

>

> Corporate strategy

> Business strategy

> …

Portfolio-

Management

Program 

Management

Project 

Management

Corporate 

Management
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Requirements for Program Management

SME

„know how“

Methodological 

competences

"know how"

Social Competences

"know how with whom"

Project Program
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Social Competences

"know how with whom"

Methodological 

competences

"know how"

SME

„know how”
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Case Study: 3-year Cyber Security program

→ Challenges
→ Discussions
→ Solutions  
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The Mission
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➢ IT Outsourcer is represented in 52 countries.

➢ Customers are served very individually.

➢ Main customer wants to extend his contract for 10 years.

➢ Order volume is €1 billion.

➢ Contract renewal depends to 70% on a uniformly implemented a concept for IT security.

➢ The new concept to be created must be more precise and transparent than industry’s state of the art.

➢ The new concept to be created must be implemented worldwide and includes:

➢ Adjustments in the organization, both in the HQ and in the national units

➢ Adjustments in technology for all customers

➢ Adjustments in the processes for all customers

➢ The new standard to be created in this way must also be established in the industry.

➢ Synergy effects within the legal units must be considered.
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The scenery – my personal Experiences
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➢ In 2013, I had already been in Singapore two years, headed up a data center, and worked in 
various management and project management positions at T-Systems since 2006. 

➢ I had already gained experience in project management in the setting up of PMOs, 
e.g., in the UK or in other extensive projects, such as the building up of cloud platforms or 
establishing decentralized international development centers on the subject of virtualization. 

➢ Moreover, I was familiar with the IT-outsourcing world on the customer-side as well, 
being CIO of General Motors in Vienna — from my work-experience period before my career 
at T-Systems commenced.  

➢ I thus seemed to possess the tools and credentials required to resolve the task assigned to me: 
the transformation of an entire enterprise in order that the created 
IT Security Framework ESARIS be inherently incorporated into all (!) existing processes, 
organizations and products. 

➢ With joyful anticipation, I agreed and started to delve deeply into learning the subject matter 
and comprehending the security architecture. I planned the project the way one is taught to, like 
I had done so many times before, and how I usually pass it on according to the PMI’s  instructions. 

➢ However, I noticed more and more in talks with fellow workmates that this usual approach would 
not work. The project was too big to be put into practice with the methods of project and 
program management alone. Much more, it turned out to be a so-called Cultural Change Program, 
and this, in several dimensions: functional, territorial, cultural.
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The Target Structure
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➢ How would you approach the topic and structure the program?

➢ Start, Controlling, Reporting, Closing, etc.?

Discussion
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Setup of the Program: Program Charter
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Setup of the Program: 
Organizational Change Progress
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Setup of the Program: 
Organizational Change Progress
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Setup of the Program: Technical Progress
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Setup of the Program: Technical Progress

17



page

Setup of the Program: Dashboard

18



page

Setup of the Program: Status Report
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Setup of the Program: Rollout in Phases
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Setup of the Program: Rollout in Phases
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Setup of the Program: Rollout in Phases
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Setup of the Program: Status Reports
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Setup of the Program: Status Reports

24



page

Setup of the Program: Status Reports
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Setup of the Program: Status Reports

26



page

Setup of the Program: Status Reports –
Only one, finally
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Setup of the Program: Marketing
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Setup of the Program: Marketing (not approved)
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Setup of the Program: Marketing 
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Setup of the Program: Marketing 
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Setup of the Program: Marketing 
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Setup of the Program: Marketing 
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Setup of the Program: Closing
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Setup of the Program: Closing
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Setup of the Program: Closing
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Setup of the Program: Closing
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Setup of the Program: Closing
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Setup of the Program: Closing
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Setup of the Program: Closing



page

➢ Did you find some Take-Aways?

➢ What would you have done differently?

Discussion

41
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My personal Experiences on a Global Change Program
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Cultural Change Program - Viewpoints
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How to find allies –
my personal Experiences
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➢ In order to work out this transformation, the change itself, indeed the culture shock, which was to affect the 45,000 

employees, the change would have to take place in the organization through cascades. 

➢ Several colleagues occupying various positions and hierarchies were to spread the spirit of change. These fellow 

campaigners in the organization were then to be found. There was still one other issue to solve: I was in Asia; the 

headquarters, in Germany. I was supposed to then manage the project from Asia, since an important customer had been 

promised to start the transformation with them; and this one was managed from Kuala Lumpur, not too far from 

Singapore.

➢ In order to win over these fellow campaigners in a structured manner and motivate them, I considered the following 

strategies and applied them:

Emotional Motivation

Everybody “wants” to be motivated 

differently. Empathy is called for 

here, but also being aware that 

one method alone does 

not apply for all.

Organizational Energy

Here it is imperative to know the 

organization and its past. 

Possessing such know-how helps

discuss concretely about how

particulars can strengthen and

sustain their position within the

company.

People-Oriented Interests

Change is a power game. Here, 

experience in managing people 

is key: Often it is necessary to give

people the feeling they are in

“the lead” and are the ones making

the changes. 

Learning-Oriented Competence

The already existent 

comprehensive learning program

had to, predominantly in the light 

of varying cultures, be adjusted 

and further developed. 
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Strategy for the Change – my personal Experiences
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➢ Neurologists have determined that work routines leave traces behind in the human brain. One 

who repeats and practices actions, links nerve cells in the brain; he or she builds quasi-data 

highways. To change these patterns of conduct—to “rebuild” highways—triggers discomfort and 

is distressing. This phenomenon is also known as “leaving one’s comfort zone”.

➢ So, how is the change actually realized? The following strategies helped me

Clarify the objectives

“Why is there a need for

changes just in our

department?

And why right now?”

Employees and the

management want to

understand the background

behind the new work

processes. For me, this meant:

I had to know the subject

matter of the Security

Framework from the

bottom up.

Convince with “quick wins“

Quick single victories with the 

change give impetus to the 

atmosphere in an enterprise. 

These successes don’t have 

to be drastic. This reinforced 

the credibility of my case. 

Soon the obstacles were 

overcome and the project 

reaped benefits.

Stakeholder Management

Like it is in every project, and 

particularly in Cultural Change 

projects, the success of it 

significantly lies in the 

thoroughness of the 

preparation. I sought these 

individuals systematically and 

contacted them in a well 

thought-out manner. The talks 

with them lead to further allies.

“ADKAR“-Principle: 

awareness, desire, knowledge,

abilities, reinforcement

Don’t plan in detail too early

The standard 

PLAN-DO-CHECK-ACT cycle  

in project management has to

be applied here. 

Thus, every step has to be 

examined along the way, and, 

if necessary, also repeated in a 

transformed manner.
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Open Questions - Discussion
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next level consulting – get connected


