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Executive Summary
Nowadays, with the changing market and technology, ASDA must change as well, to keep their position on the market and to remain in competitiveness with the other organisations. Asda organisational change was to acquire 132 stores from Co-op organisation. From the evaluation emerged that some of the benefits of the acquisition are the influence on the market and increased market share. 
On the other hand, some drawbacks of this acquisition are  resistance  from employees and concerns from CMA, which has been identified from Lewin Force Field analysis. Furthermore, Lewin 3 steps change model has been implemented to help leaders, effectively deal and overcome the challenges that arise from Force Field Analysis.
 Furthermore, Shapiro – Tipping point seven lever and Kotter eight steps have been discussed, from where emerged that this model helps leaders to effectively implement the changes across the business.
 However, Shapiro states that one limitation of the tipping point model of change is that does not guarantee that it will lead to success, due to other factors such as market conditions and competitor’s action, as well,  Kotter model, some critics argues that despite being simple to comprehend and follow, this approach is yet strict. Its steps are sequentially linked and cannot be separated without difficulty. If companies want it to be tailored to their needs, there is no opportunity for variation or more ingenuity. 
Additionally, leadership style plays a crucial role within process of change, as leaders are the one who implement changes, motivate employees. 
Based on these findings, several recommendations are made to ensure that the benefits outweigh the potential risks. Additionally, a PDP plan is undertaken to aid the organisation in planning future steps, such as hiring a  commercial solicitor  to deal with the competitive  laws, along with some suggestion  to implement  McKinsey 7 step change model which can be useful during the situation of merger and acquisition. 
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[bookmark: _Toc130544126]1.0 Introduction
The purpose of this report is to critically analyse and evaluate one of the organisational changes  implemented within the last two year at ASDA, such as opening new stores from the acquisition of Co-op organizations. This report examines each phase of the change process and explains the advantages and disadvantages of the models and theory applied, such as Lewin’s model, Shapiro Tipping Point and Kotter. Additionally, a SWOT and PESTLE analysis has been undertaken to identify Asda’s external forces for changes. Furthermore, contains additional recommendation for future improvement inside the organisation’s change process. The report has been requested on 24 January 2023 by the CEO of ASDA, the corporate reporting manager Sandra Boscaneanu must submit it before 15PM on 24th March 2023. For this report various sources have been used, such as websites, books, e-books and journals articles. 
For this report various sources have been used, such as websites, books, e-books and journals articles.





[bookmark: _Toc130544127]2.0 Main Findings
The purpose of this evaluation analysis is to critically assess the changes that were implemented at ASDA within the last two years, from the research emerged that Asda, implemented organisational changes, such as opening new stores. According to Hughes (2022) on Daily post, Asda revealed that the acquisition of 132 stores from CO-OP organisation was part of their plan to grow into smaller, convenience food stores. Additionally,  approximately 2,300 staff of Co-op gas stations will be hired by Asda.
Asda Stores Ltd, according to MarketLine (2023),  is a retailer that offers a wide variety of fresh food, grocery, clothing, home, leisure and entertainment goods. Additionally, offers a wide range of financial services such as credit cards, gift cards, home insurance, car insurance and pet insurance. It runs many types of retail outlets in the United Kingdom, involving supercentres, supermarkets, convenience stores, living stores, and gas stations. Supercentres are the largest stores that offer a full range of food, George and non-food products, while supermarkets are the smallest stores that are spread across the UK. Asda offers a comprehensive range of financial services as well, such as credit cards, gift cards, home insurance, car insurance and pet insurance. The organisation has 145,000 employees and forms a strategic partnership with around four thousand suppliers. Figure 1 Market Share

According to Houlton (2022), ASDA is the third-largest grocery retailer in the UK market share and an omni-channel, multi format food and non-food offer. It is the second-largest grocery retailer in the North of England, Scotland and Wales, and has the second-largest online grocery platform in the UK. Due to the pandemic all big four supermarkets, Tesco, Saintsbury’s, Morrison, and Asda, lost in sales, but Asda was affected the most, with a loss of 1% in comparison with the same period at the same time. (see figure 1). 

[bookmark: _Toc130544128]2.1 Nature of change
According to Burke (2017), to comprehend the nature of an organization's change, continuous monitoring is required. For instance, capital markets are moving faster than the corporate organisations that rely on them; therefore, organisations must comprehend, lead, manage, and transform themselves.
Organizational change refers to the process of making significant alterations to an organization's structure, processes, culture, or strategies. The main purpose of organizational change is to enhance the organization's efficiency, performance, and profitability. However, like any other process, organizational change has its pros and cons, which are discussed below:
According to MarketLine(2022), Asda has announced its intentions to open 300 additional Asda Express convenience outlets by the end of 2026, after the acquisition of network chain Co-op. Moreover,  the need to this change has been analysed using SWOT  from where emerged that Asda external force for change is coming from competitiveness, is being threatened by Tesco, Sainsbury’s and Morrison supermarkets, to respond to the competition Asda is expanding its business to reach more potential buyers. Additionally, a PESTLE analysis has been undertaken to identify the major external factor that affects Asda change initiative, such as competition laws  impact Asda's operations and compliance requirements.
Please see Appendix A to see the SWOT analysis and Appendix B for PESTLE analysis. 
According to Singsit, J. (2022) ,the new Express concept store is in Tottenham Hale, North London, as part of a residential development 
Asda claims that the expansion of its Express concept is part of its long-term growth ambition to become the second largest supermarket chain in the United Kingdom. It is anticipated that 10,000 convenience shop jobs will be created during the next four years.
Mohsin Issa, co-owner of Asda, states on Corporate(2023),that "Providing customers with more options to shop at Asda nearer to where they live, or work is a crucial component of our growth plan, the goal is to become the convenience destination of choice by offering shoppers an extensive and convenient selection of products and services at a great value." 
(Asda, 2022)
Furthermore, following the acquisition of Asda from the USA Wal-Mart. The 300 planned Asda Express locations will be in addition to the 132 convenience stores acquired from the Co-op. 
[bookmark: _Toc130544129]2.2 Change models
Dianne Waddell (2019) states that Kurt Lewin's change model, is a modification of the forces that sustain a system's stable behaviour, specifically the degree of behaviour that is the result of two sets of forces, such as those seeking to maintain the status quo and those seeking change. Furthermore, to keep the stationary equilibrium, an organisation can increase the forces pushing for change or decrease those forces that maintain the current state or mix them. 
The change model has three steps, unfreeze, change and refreeze.
Unfreeze: The first step is to unfreeze the existing state of the organization and prepare for change. This involves identifying the reasons for the change,  communicate it to employees, and creating a sense of urgency around the need for change. According to, Corporate Asda(2023) the reason for this change is to respond to the competitiveness from Tesco, Sainsbury’s and Morrison, to be closer to its customer and to become the second largest store in UK. 
Change: The second step is to implement the change. This involves developing a plan for integrating the two companies, including systems, processes, and culture. According to, Hussain et al. (2018), it is important to involve employees from both companies in the integration process. In this step, Asda's middle managers design and implement the new practices, systems, and behaviours that will support the opening of new stores. Top level seniors establish a detailed plan that outlines the steps required to successful implement the acquisition, including the location, the staffing requirements, the supply chain, and the marketing strategy. They communicate the plan to their employees and stakeholders and encourage their participation in the change process. According to Asda's annual report (2021), the company engages in open communication with its employees to offer information about the business new initiatives. However, this change cannot be implemented until CMA approve the proposal. 
Refreeze: In this step, Asda's leaders will embed the new practices and behaviours into the organization's culture and systems. Leaders will establish processes for monitoring and sustaining the change.
Furthermore, Chapman et al. (2021) states they must ensure that the new practices and behaviour become the norm in the organization and that the change is sustained over the long term. Thus, the leaders must ensure that the strategy and changes align with their culture. 
According to Hussain et al. (2018), Lewin's Change Model states that by following this model, Asda's leaders can increase the likelihood of success in their change efforts and minimize the risks associated with resistance to change.
 On the other hand, Braverman (2022), argues that a limitation of the model is that it does not consider that change begins already in flux or unfrozen, or that an organisation may need to remain frozen for an extended period. He also argues that the model oversimplifies how change occurs in many situations, for example, people could be in a situation or process that was not stable from the start, and it may be impossible to completely stabilise the process.
Overall, the Lewin Model Chapman et al. (2021, is a useful tool for ASDA, organisational change as allows to identify potential areas for growth, plan and implement, and evaluate and adjust the locations to ensure ongoing success. Please see appendix C for a better understating of the model benefits.
Moreover, Shapiro (2003)states that the seven levers, fosters employee participation and involvement, can be utilised to support these advocates. In addition, this increases employee confidence that the proposal will be completely implemented and generates more advocates, so making the levers essential for deploying and sustaining a successful change initiative. Moreover, this approach focuses on two critical implementation aspects. First, by increasing employee comprehension of the initiative's value, and second, by fostering a climate within the organisation that facilitates its implementation. 
Fostering contacts with advocates - The first lever emphasises engaging employees who already comprehend the initiative's worth. For instance, Asda current staff.
Carefully using mass exposure - The second lever is ensuring that staff are aware of the initiative and what to anticipate. Asda is using an open communication channel where informs its employees about all the changes.
Hiring expertise if necessary and shifting resistance - Third and fourth levers are involved with hiring expert and dealing with resisters, for example dealing with CMA concerns and Co-op employees who will be employed by Asda,  if the proposal will be approved by CMA.
 Providing needed infrastructure - The fifth lever is ensuring that the initiative's infrastructure is in place and that personnel have the necessary tools to implement it. For instance, Asda, HR must ensure that the new employees have all the trainings. 
Leading by example - The sixth lever relates to leadership, which must be actively engaged with the change programme, including explaining the initiative's business case, budgeting for it appropriately, and evaluating its progress.
Rewarding success - The final lever focuses on rewarding change-consistent behaviours, particularly those that advance deployment. 
[bookmark: _Hlk130511611]Shapiro (2012) states that these levers provide a framework of interdependent actions that can be utilised by leaders to organise any change implementation plan. Moreover, Shapiro states that one limitation of the tipping point model of change is that does not guarantee that it will lead to success, due to other factors such as market conditions and competitor’s action. 
Furthermore, Kotter eight step model can be used for managing organisational change, accordingly to Juneja (2019). 
Sense of urgency:  The first step is to establish a sense of urgency; leaders need to communicate why change is necessary and the potential consequences of not changing.
Form a powerful coalition:  create a coalition of individuals who have the power and influence to drive change. This coalition should include key stakeholders who will be impacted by the change.
Create a vision for change: create a clear and compelling vision for the future state of the organization. This vision should be communicated to all employees and stakeholders.
Communicate the vision: communicate the vision and the need for change to all employees. Communication should be clear, concise, and ongoing.
Empower others to act on the vision: empower employees to act on the vision by removing obstacles and providing necessary resources.
Create short-term wins: The sixth step is to create short-term wins that demonstrate progress and build momentum for the change effort. These wins should be celebrated and communicated to all stakeholders.
Consolidate gains and produce more change: consolidate gains and use the momentum created by the short-term wins to produce more change.
Anchor new approaches in the organisation’s culture: anchor the new approaches in the organisation’s culture by reinforcing the changes through leadership, systems, and structures.
According to Juneja (2019), Kotter's 8-step model provides a useful framework for managing organizational change by emphasizing the importance of communication, collaboration, and empowerment. It is a helpful guide for leaders looking to initiate and sustain organizational change efforts.
On the other hand, Tahir (2019) argues despite being simpler to comprehend and follow, this approach is yet strict. Its steps are sequentially linked and cannot be separated without difficulty. If companies want it to be tailored to their needs, there is no opportunity for variation or more ingenuity.

[bookmark: _Toc130544130]2.3 Leadership -Management of Complex Areas
Additionally, Kansal and Chandani (2014)state, during an acquisition, the leaders of both firms face numerous obstacles, including cultural management, stress management, layoffs, HR restructuring, resistance to change, job instability, talent loss, and poor motivation. However, the most complex areas that Asda is facing right now is the concern raised by CMA, regarding the higher price that they suggest Asda will implement after the acquisition.  
[bookmark: _Hlk130457773]Furthermore, Cameron and Green(2015) state that a successful organizational change requires strong and effective leadership to initiate, guide, and implement the change. Khajeh (2018) states, a democratic leader is one that prioritises group discussion and involvement, which has a favourable impact on the performance of followers and the organisation. For organisations to achieve their goals of increased revenues, improved product quality, bigger market share, and survival, decision-making should be decentralised and distributed among all subordinates. Khajeh (2018) asserts that democratic leadership style prepares future leaders and ultimately benefits the organisation. 
Please see appendix D for further information about involvement of the leadership in complex areas. 
[bookmark: _Toc130544131]3.0 The culture of the organisation
Marks and Mirvis (2011), states that organizational change can impact culture in several ways. For example, change can disrupt existing norms and practices, creating a sense of uncertainty or resistance among employees. This can be especially true if the change requires employees to adopt new behaviours or ways of working.
[bookmark: _Hlk130513205]Currently,  as the proposal is still in investigation, there is not enough evidence to identify if the culture mixed.  According to Marks and Mirvis (2011), acquisition can impact on company culture in two ways, positively and negatively. 
Some advantages of acquisitions are that it can bring new employees from different backgrounds and cultures, which can help to diversify the company's workforce and foster a more inclusive culture, bring in new talent and skills that the acquiring company may not have had before. This can help to build a stronger and more capable team and create opportunities for employee development and growth and can lead to the adoption of new technologies and processes, which can help the company stay competitive and innovate faster. 
On the other hand, Pablo et al. (2009)  argues that when two companies with different cultures merge, there can be conflicts and tensions that arise due to differences in values, norms, and expectations. This can lead to a difficult integration process and a negative impact on the overall company culture. Acquisitions can sometimes result in the loss of the acquired company's unique identity and culture, which can lead to a decline in employee morale and engagement.  Some employees may resist the changes brought about by the acquisition, which can lead to a negative impact on the overall company culture and hinder the integration process.
Moreover,  Wood and Furterer (2020), argues that culture could be influenced by the perspectives of the leadership, by historical customs, or by the prevalent attitudes of the cultural context.

[bookmark: _Toc130544132]2.4 Culture theory
[image: Table

Description automatically generated]According to Handy(1993), there are four types of culture, role, power, people and clan culture. (see Figure 2) For instance, there is evidence that Asda has a Role Culture, in a role culture, there is a strong emphasis on rules and procedures, people are expected to follow established processes and hierarchies, and decision-making is often slow and bureaucratic. One of the key features of Asda's culture is its emphasis on roles. Each employee is given a specific role within the organization, and there is a clear structure of responsibilities and accountabilities. This helps to ensure that everyone knows what is expected of them and can focus on their specific areas of expertise. Figure 2 Four type of Handy Culture

 Furthermore, Asda is people centred. According to Handy(1993), in a person culture, the focus is on the individual, and relationships and personal growth are highly valued. Asda also places a strong emphasis on training and development, with many opportunities for employees to learn new skills and take on new roles within the organization. This helps to create a sense of career progression and enables employees to feel valued and engaged in their work. This culture is often referred to as the "Asda way" and is based on a set of values that include respect for individuals, striving for excellence, and putting customers first.
There is evidence that Co-op have a clan culture model which emphasizes collaboration, teamwork, and shared values. It is based on the idea that organizations should function like a family, with a strong sense of community and loyalty among employees.
Please see appendix E to see Asda and Co-op culture. 

[bookmark: _Toc130544133]2.5 Change agents.
According to, Cameron, E., & Green, M. (2015), change agents can use various approaches and strategies to address resistance from employees during organizational change. Some common techniques include involving employees in the change process, communicating openly and transparently, providing training and resources to support employees in adapting to the change, and addressing concerns and questions from employees.
According to Wood and Furterer (2020), change agents are individuals or groups who facilitate and manage the change process within an organization. They may be internal or external to the organization and are responsible for leading, planning, and implementing change initiatives. (see figure 2). [image: A screenshot of a computer
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Figure 3 Change agents.
The change agents that where identify at Asda, are internal change agents such as, the senior leaders and executives, managers, project managers, HR and employees. The advocate are senior leaders and executive, managers,  HR,  they are excited about the change and believe in its potential benefits, stakeholders are those who invested in the success of the organisation. Change agents use Q&A questionnaires, feedback, group interviews or focus groups with key stakeholders within the organization to gather more in-depth information on specific issues or areas of concern.
According to, Kansal and Chandani (2014) when companies mix, HR management must address issues such as reframing corporate goals and strategy, recruitment and selection procedures, stress management, employee training and development, benefits, to bring about such a transformation. Consequently, senior leaders, executive, HR, and managers can use the seven levers model to act towards the change. According to Corporate Asda (2023), Mohsin is a competent business leader who has been instrumental in the growth and development of EG Group, a prominent worldwide petrol forecourt retail convenience operator, by actively participating in talks with significant brand partners, capital raising, and financing transactions. Furthermore, Mark Simpson is the chief transformation officer who is leading the changes across the business. 
Furthermore, Marks and Mirvis (2011) states that Human Resources has the capacity to not only maintain culture, but also to press for cultural interventions with sufficient depth and consistency to overcome the numerous forces operating against desired culture change. This is not a simple undertaking for a function whose employees may perceive the merger as a threat to their employment or career advancement. If HR and business leadership have a real interest in leveraging the power of culture to help a merger or acquisition accomplish its strategic and financial objectives, such initiatives appear to be the only viable option.
[bookmark: _Toc130544134]2.5.1 Force field analysis 
Consequently, from Force Field Analysis emerged that Asda is subject to regulatory oversight and scrutiny. In the UK, one regulatory body that has oversight of ASDA is the Competition and Markets Authority (CMA). The CMA is responsible for promoting competition and protecting consumers in the UK. It has the power to investigate mergers and acquisitions, as well as anti-competitive practices such as price-fixing and collusion. The CMA can also take enforcement action against companies that violate competition law, such as imposing fines or divestiture of assets. In Asda’s case, according to, McGuire (2023) , CMA found some concerns, such as Asda would not experience sufficient competition following the merger, which would ultimately result in higher pricing or inferior quality services for consumers and companies in these locations. Furthermore, employees could be afraid about their post-merger career prospects, new positions, and whether they will be relocated to a new location. However, using the change models is an effective way to deal with this type of resistance.
Please see Appendix F for more information about the Force Field analysis.



[bookmark: _Toc130544135]3.0 Conclusion 
To sum up, even though the proposal was not approved yet, clearly Asda is using its change agents to  communicate the plan to their employees and stakeholders and encourage their participation in the change process. According to Asda the company engages in open communication with its employees to offer information about the business new initiatives. Consequently,  from the SWOT emerged that ASDA, external force drive to change comes from fears competition from TESCO, Sainsbury and Morrison, furthermore PESTLE emerged that the external force for resistance, is that the organisation is subject to regulatory hurdles with CMA. Furthermore, the change models helps to implement the change but it is not guaranteed that will succeed. Additionally, leaders play a crucial role within the process, as they are those advocate who implement the change and encourages employees, however, it is inevitable that the takeover employees will not be afraid of their job position after the merger. Furthermore, emerged that HR have a lot of power within the change process, and it is vital that they are involved in the process, as HR can press for cultural intervention with sufficient depth and consistency to overcome numerous forces operating against desired culture change. 
Overall, change models helps leaders by providing them with a clear framework which they can follow to implement the desired change.





[bookmark: _Toc130544136]4.0 Recommendations

Based on the findings some suggestions have been made, leaders needs first to train employees, manager, stakeholder on competitive law on a regular basis, to avoid any fines from competitive law, this is a high priority due to the importance of the competitive law, the proposal could be denied if Asda top level do not comply with it. Consequently, middle manager should communicate freely, and explain that the change was necessary for the business growth and the desire to be close to its customers and have a major influence on the market. McKinsey 7 step model could help Asda prevent failure, as this model is often used during merger and acquisitions.
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- knowledge and competencies
are respected values,

- changeable structure,

- authority entrusted on the basis
of competencies,

- orientation to successive,
planned development,

ZEUS OR POWER CU%
- everything in the company is
subordinate to a centre
(the management),
- range of power depends on
distance from a centre,
- development and profits are
valued,
- tendency to compete,
- taking advantage of weaker
organizations.

DIONYSIUS OR
PERSON CULTURE

- focus on satisfying people’s
needs,

- authority is given on the basis
of substantive authority,

- caring about inter-human
relations.

low level of formalization

low formalization
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External change agents

Internal change agents

According to Alagoz et al. (2018), several
implementation techniques rely heavily on
external agents of change. Frequently, the
external change agent s the one who executes
the implementation strategy and is therefore
substantially accountable for the strategy's
faithfulness and eventual effectiveness  in
accomplishing  the  required ~ organisational
changes.

‘According to Burke (2017), an internal agent is
an employee who has been tasked, by
management, with promoting a particular
change effort. They have knowledge of the
organization's culture, facilities, and business,
yet government pressure may impede their
ability to provide objective criticism when issues
arise. However, internal change agents may lack
an understanding of the larger picture or have a
valid interestin preserving a history that must be
changed.
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Recommendation | Measures-What action | Priority Support & Review Other comments-
Objective will be undertaken to | High/Medium/Low | Development- dates Was this & planning
resolve Internal change agents or implementation
stage failure
Developastrong | Attend training courses | High External trainers tobe | Regularly | Training on
understanding of | and seminars on engaged totrain senior competitive law
competitive law and | competitive law and and middle should be done
regulations regulations management in the regularly, as it will
Read industry concept of competitive prevent fines from
publications and legal policy and their ability CMA, and will help
Updates to stay up-to- toinfluence a in the acquisition
date with changes in successful change process
the regulatory process
landscape.
Build skills in Develop Medium Internal workshopsto | Assoonas | This plan s to
managing employee | communication skills be held and facilitated | CMAwill | prevent failure. As
resistance to to effectively explain by HR to develop approve the | employees are
change. changes and address migdle managers proposal. | essential to
concerns. Foster a knowledge /skillstraits implement a
positive company in current process successful
culture that values organisational
employee input and change.
feedback
Implementing Hard and Soft Medium The CEO and the Immediately | Plan to reduce the

Mckinsey 7 step
process

approach will be used
to deal with the
focuses on improving
organisation

evecutive team along
with the help of middle
manager develop skills
toimplement this
model.

risk of failure.
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Strengths — One of the strengths that Asda
have according to, Marketline (2023) is
that runs retail stores under numerous
labels in the United Kingdom, including
Supercentres, Superstore, and
Supermarket. Moreover, Asda offers
private label products in its stores and
online. Asda is a well-known brand with a
reputation for offering quality products at
low prices. Asda offers a diverse range of
products, including groceries, clothing,
electronics, and home appliances. Asda
has a strong brand reputation in the UK
grocery retail industry, which is reflected
in its ranking as the third largest
supermarket chainin the country (Statista,
2022).

Opportunities — Asda is entering into a
variety of partnerships and agreements to
accelerate its expansion and to boost its
operations and increase its profits. The
company entered into an agreement in
September 2022 to purchase 132 sites
from The Co-operative Group for GBP438
million. In addition, the company stands to
benefit from the expanding trend of e-
commerce, which offers consumers the
ease of purchasing from home. With a rise
in interactive methods and endless
material, e-commerce in the retail sector
is expanding at a quicker rate.
(Marketline, 2022)

Weaknesses — Several product recalls in
the past have had a detrimental influence
on the company's brand image and
diminished consumer confidence in the
organisation.

Dependence on the UK market: Asda's
revenue and growth are heavily
dependent on the UK market, which
makes the company vulnerable to
economic fluctuations and  regulatory
changes (MarketLine, 2022).

Threats - The company works in a retail
market that is extremely competitive. The
level of rivalry within an industry is
determined by service performance,
pricing, and sales and distribution skill.
Asda s rivalled by J Sainsbury plc, Marks &
Spencer Group plc, Tesco PLC, Waitrose
Ltd, and Wm Morrison Supermarkets plc.
In addition, rising labour costs could
increase  the company's  expenses.
According to the UK government, the
minimum hourly wage rates for workers
aged 23 and older may increase to GBP9.5
in April 2022 from GBP8.91 in April 2021.

(MarketLine, 2022)
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Political: Brexit and potential changes In trade agreements could impact Asda's
supply chain and operations.

Economic: The growing price of energy is a major contributor to the high rate of
food price inflation. As a result of Russia's continuous invasion of Ukraine,
energy prices in Europe in 2022 have risen dramatically. Changes in inflation
rates, exchange rates, and consumer spending patterns could impact Asda's
financial performance.

Sociocultural: The Consumer Protection team looks after a wide variety of
consumer regulations, including pricing practices, weights and measures, age
restricted products and public-facing materials. The team’s support is vital for
any customer innovation projects. It covers key issues such as Challenge 25
policy and adherence to Business Pricing Rules. The team also work with Trading
Standards Primary Authority, implementing and updating assured advice and
investigating customer referrals.

Technological: Asda is committed to securing employee, customer, and vendor
information and measures performance using the Cybersecurity Framework
(CSF). In addition, they perform an internal security risk and compliance analysis
to guarantee that systems are designed with security in mind.

Legal: Competition laws impact Asda's operations and compliance
requirements. According to CMA, they have concern that after the merger with
Co-op organisation, Asda will implement higher pricing or inferior quality
services for consumers and companies in these locations. Additionally, they
need to review and ensure that comply with competitive laws.

Environmental: According to Corporate - ASDA (2021), operating carbon
emissions have fallen by 35% since 2015, and the company is on track to
accomplish the 50% reduction objective by 2025 and attain net zero emissions
by 2040. The report reveals for the first time its entire carbon footprint,
including scope 3 emissions. Increased the amount of own-brand packaging that
is recyclable at the curbside to 85 percent (with an additional 4.5 percent
recyclable in-store) and sent zero operational waste to landfills once again. A
team of environmental professionals develops and oversees programmes to
guarantee that the company's interactions with the external environment are
positive, sustainable, and ethical. They go by providing training to employees to
help manage waste in our stores and effectively.
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The benefits of using the Lewin model
Unfreeze: Cummings et al.(2020)state that this helps organisations assessing the
current market and identifying potential areas for growth. For example, ASDA
conducts market research to determine which regions have high demand for
new stores.

Change: suggest that the second step in the Lewin Madel is to implement the
change, helps organisations planning and implementing the change. ASDA use
this stage to create a detailed plan for selecting locations, designing the store
layout, hiring and training employees, and marketing the new stores.
Refreeze: suggest that this involves evaluating the success of the new stores and
making any necessary adjustments. For example, if a new store is not performing
as well as expected, ASDA use this stage to identify potential problems and make
changes to improve performance.
Stakeholder involvement: The Lewin Model emphasizes the importance of
involving stakeholders in the change process. In the case of opening new stores,
this includes local government officials, community leaders, and potential
customers. ASDA could use this approach to build support for the new stores and
increase the likelihood of their success.
Ongoing improvement: The Lewin Model encourages continuous improvement,
meaning that ASDA can use this approach to monitor the performance of the
new stores and identify ways to further improve efficiency and effectiveness over
time.

(Riann Singh and Shalini Ramdeo, 2020)
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on and Strategy:
Leaders need to develop a
vision and strategy for the
change. This involves
understanding the current
state of the organization,
identifying the need for
change, setting goals and
objectives, and outlining a
plan for achieving the
desired outcomes.

Communication: Leaders
need to communicate the
vision and strategy for the
change to all stakeholders,
including  employees,
customers, and partners.
Communication should be
clear,  concise,  and
consistent to ensure that
everyone understands the
reason for the change and
their role in it.

Support: Leaders need to
provide  support  to
employees during  the
change  process.  This
involves addressing
concerns, providing
resources and tools, and
encouraging feedback and
suggestions.

Change  Management:
Leaders need to manage
the change process
effectively. This involves
monitoring  progress,
adjusting as needed, and
ensuring that the change
is implemented
successfully.

Role Modelling: Leaders
need to model the desired
behaviour  during  the
change  process. This
involves demonstrating a
commitment to the
change, staying positive,
and remaining open to
feedback and suggestions.

(Cameron, E, & Green, M. 2015)
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Furthermore, according to ASDA Group limited (2022b), the foundation of
Asda's success is the organization's culture, has evolved over time. This describes
the behaviour of colleagues at Asda. It includes how co-workers handle
customers and other external stakeholders, as well as how they treat one
another.

The culture of trust at Asda permeates all aspects of the company's
operations. Asda s a conscientious organisation committed to do the right thing
for its customers, employees, and communities. Every choice made by an Asda
employee is guided by the company's values, which help shape the
organization's culture.

Values include: to give superior service to its clients, to demonstrate
esteem for the individual, to seek out greatness, to behave with honesty. Asda
is committed to support its employees.

Aims, include fairness on the job, opportunities for everyone, regard for
one another, pride in Asda.

On the other hand, Co-op Values are to encourage people to self-
develop, they give chance to its employee to have a say about how they run their
business. They are fair and unbiased and share common purpose with its
members and stakeholders.

Vision —to build a better society by excelling in everything they do.

Aims: to strive for world class levels of business performance, to be open,
responsible and rewarding, putting co-operative values and principles into
everyday practice, to enhance the lives of people, members, customers, and the
communities in which they trade, to work for the long-term success of the co-
operative sector.

Objective - The primary objective of the Co-operative Group is to maximise
profits from businesses where co-operative values gives a positive marketing
advantage, allows to serve our members and achieve social objectives as a
successful co-operative, while also providing a reasonable financial return to
member-owners.
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Applying Force-Field Analysis

Forces Resisting Change / Maintaining the Status Quo
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control capisy »
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business and be closer to  willing to take over the e ositiong influence
its customer, by opening  company’s customers, opn the on the
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