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The following report documents a departmental change within an organisation, analysing the efficacy in which it was carried out. 
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Organisational change is explained by Nelson (2003) as moving from “status quo to a new desired, configuration to better match the environment”. The change is a departure from the norm to suit a changing business demand, organisations must remain competitive in order to warrant future success.  
According to Todnem (2005), The successful management of change is critical to the survival of an organisation. The success of an organisation in a highly competitive and continuously evolving business environment is dependent on the management of organisational change. 
Renishaw (2022), “is a global, high precision metrology and healthcare technology group”. This is a highly competitive and challenging market undergoing numerous changes in order to remain competitive. The company itself is responsible for more than 5000 employees worldwide. Changes within the organisation come thick and fast, with changes often brought on by customer demand for products, therefore, changes are often left to product divisions within the company. The individual management of these changes is crucial to the success and longevity of not only the product but the organisation. 
The following analysis will cover the departmental change from Assembly Development Group to the Assembly Systems Group, analysing how this change was managed by the department using theories such as Adair’s leadership model, Mintzberg’s management theories, as well as Lewin’s force field analysis to understand how the change was encouraged along with the resistance to the change. 
As stated by Connor (2020), “The change management process springs from recognising that, while having a vision of the new organisation and communicating it are important, it is the employees themselves who have to deliver the change”. This proves that it is crucial that the change is accepted by the employees responsible in implementing the change. This means that the choice of individual / leader is crucial to the success of the change. 
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Within the organisation, there has been a surge in customer demand for product across the business. Historically, the company has always been able to support the assembly of products. This was by having engineers assigned to product lines along with a handful of Assembly System engineers that liaise with the product division to solve issues with test rigs and equipment. 
The surge in customer demand meant that there was critical need to increase productivity. This was done by identifying test rigs and equipment across the business that needed to be duplicated in order to satisfy customer demand. As stated by Truong (2020) “Businesses that experience shortages of products in high demand will lose sales from potential customers”. 
A decision was made by the organisation, that there was need for investment into the assembly systems group, in which individuals with experience of projects could be utilised by the group to duplicate the rigs and equipment identified. As well as, learning the systems role in fault finding issues on the assembly line itself. The senior engineer from ADG (Assembly Development Group) was transferred to ASG (Assembly Systems Group) in order to manage the change process. 
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[bookmark: _Toc100922948]Lewin’s’ force field analysis
Lewin’s’ force field analysis has been used as a tool to analyse the positive and negative nature of change. According to Tahir (2019), Force Field analysis was developed by Kurt Lewin which is used as a management tool to help implement organisational change. Individuals who are leading the change can use this tool to map and analyse different factors which are influencing the change initiative. 
With reference to Appendix A, Lewin’s force field analysis was used to highlight both the driving and restraining forces behind the organisational change from ADG to ASG. This method of analysis is also scored to show which force is greater in response to the proposed to change. This gives the change leader a basis in which to address the restraining forces and ease the transition. 
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Customer Demand – Score: 4
It’s crucial to any organisation that they meet customer demand, otherwise they risk losing business to other competitors. In the case of Renishaw, there has been a massive demand for products across the business due to some of the worldwide electronics shortages. As a result, there was need to create far more product, meaning investment into more equipment and personnel to build and maintain it. 
Manager Re-assurance – Score: 2
According to Deshler (2021), “employees often rely on their leaders for clarity, connection and accountability in the midst of change”, manager re-assurance and clarity surrounding the intended change was a massive driving force. It was essential that employees were on board in order to successfully transition from ADG to ASG. 
Need to Upskill – Score: 3 / Need to Invest in Systems Group – Score: 4
Another driving force behind the change was the organisational need to upskill its employees in certain areas that were seeing the greatest impact from the surge in customer demand. Highlighted was the Assembly Systems Group. There is an emphasis on employee continuous improvement within the business. Lynn (2021) explains that “companies must communicate the value and importance of continuous improvement and build it into every aspect of the business as a disciplined strategy”. 
Capacity uplift – 5
The investment into ASG was inevitable, product capacity played a major role in the delivery of the proposed change. In order to deal with more demand, the organisation needed to make more product. “Apply Innovation” is Renishaw’s moto and is at the forefront of everything they do as an organisation. According to American Express (2020), “a change in a company’s core business sustains it’s growth and revenue”.



Surge In employment for Operators – 2
With the increase in customer orders there was need to employ more operators to increase productivity. This led to the need for far more support along the assembly line, with the increased potential of rig failures. There was further need for the system team’s intervention. Communication between manufacturing and engineering is crucial, as Usery (2020) explains the importance of engineers spending time with line workers as leads in order to help uncover issues faster. 
Restraining Forces  
Immediate Skill Change – Score: 2
One of the immediate restraining forces surrounding the change was the need of skill change to suit the new role. Longhall Consulting (2021), explain that “during periods of change, some employees may feel the need to cling to the past because it was a more secure and predictable time”. Many employees were content with the current role and seen the change as a threat to the day-to-day norm.
Speed of Change – Score: 3
The change itself was immediate and this can always pose a risk to resistance. The change was introduced via a meeting during what was thought to be a re-shuffling of the additive manufacturing product division. However, the group change was presented with immediate effect. According to Longhall Consulting (2021), “Undue resistance can occur because changes are introduced in an insensitive manner or at an awkward time”. 
Future after customer demand slows – Score: 3
The need for the change was customer demand driven. The organization had to adapt in order to meet the demand. Another of the restraining forces was the unknown future, was the change just to satisfy the customer demand or was there a plan surrounding the proposed change. With the manufacturing redundancies at the start of 2020 prior to mass pandemic, there was a miss-trust between employers and business. Explained by Longhall Consulting (2021), “Successful organizational change does not occur in a climate of mistrust”.
Lack of Planning – Score: 2 
Another factor contributing to the restraining forces surrounding the change was the lack of planning leading up to the proposed change. As stated by Mosadeghrad, M, A (2014), “Lack of planning and vague and unclear goals and objectives are responsible for the failure of organisational change programmes”. The change was proposed at such a rate that it was feared by the employees that there was no planning or structure behind the change, this itself seemed a recipe for disaster from the get-go. With reference to Appendix B “Factors affecting the success of change programme implementation”, There is mass importance on the overall planning of the change. 
Clear Vision & Direction – Score: 4 
The biggest restraining force for the proposed change was the lack of both change vision and direction. Mosadeghrad, M, A (2014) states “Lack of vision and direction reduces the front-line managers’ and supervisors’ willingness to take risks”. If there is fear of change or lack of vision and clear understanding surrounding the change from the managers at the front, then the change will be unsteady and bound for failure. 
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According to Gartenstein, D (2019), “Change brings instability, effective leaders provide consistency and vision during these transitional times”. Having a good leader is essential in the implementation of any organisational change.
Adair’s Action-Centred Leadership model as stated by CMI (2020) defines leadership as three interlocking circles of responsibility and concern, highlighting the relationship between them. This is illustrated in Appendix C. 
The circles illustrate the areas of concern for the leader. The first area is the common task. The second area is developing and meeting individual needs and the final part is building and maintaining the team. When all the elements are achieved, the team becomes far more effective in achieving the desired results. CMI (2020). 
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Lewin’s’ force field analysis completed on departmental change from Assembly Development Group to Assembly Systems Group:
TOTAL
TOTAL
DRIVING FORCES
( + )
RESTRAINING FORCES
( – )








Departmental change from Assembly Development Group to Assembly Systems Group



CHANGE
Need to continue meeting customer demand
+
4
Manager Re-assurance
+
2
Need for upskill
+
3
Need for investment in systems group
+
4
Capacity uplift – Electronic rig duplication 
+
5
More people employed more support required 
+
2
Immediate skill change
–
2
Possible Lack of Clear Vision & Direction.
–
4
Speed of change 
–
3
Older personnel fearful of adaptation speed
–
1
Future after customer demand dies down
–
3
Lack of planning for the change
–
2
+
20
–
15




























[bookmark: _Toc100922956]Appendix B
[image: Diagram

Description automatically generated]Factors affecting the success of change programme implementation. Mosadeghrad, M, A & Ansarian, M (2014). 
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Description automatically generated]Adair’s action centred leadership model CMI (2020).
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