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Executive Summary
This report looks at two technicians who went from a manufacturing devision to assembly division to in relation to an organisational change in the Quality department. The modifications are intended to enhance cross-training, increase organisational knowledge, and boost output. The modification has been implemented using Kotter's Eight Step Model, which incorporates Lewin's Force Field Analysis. By assisting organisations in comprehending scenario dynamics and creating successful change strategies, these models guarantee good outcomes. The Quality Department understands how important it is for the organisation to cross-train in order to build a strong team. Applying frameworks for implementing organisational change, including Lewin's force field analysis and Kotter's eight-step process, will help identify how to best structure the change to capitalise on the benefits and advancements the organisation has already achieved, as well as what could have been done differently. Management and communication techniques will be explored aside from looking into how effective change can take place within an organisation?
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Introduction  
Inside the Quality department, Renishaw implemented a new organisational structure in 2024. From the organisation's manufacturing division to its assembly division, two technicians are making the switch. This organisational restructuring is effective in promoting performance and advancement within the department and the firm, facilitating cross-training, and augmenting current corporate knowledge. 

Eight stages are identified by Kotter's (2024) Eight-Step Model as being necessary to produce a good outcome. To ensure that the Quality structural change is successful, each step will enhance the results. The eight steps listed below outline how Kotter's Eight-Step Method (Figure 1) is designed to be used when making a major change:
Create a sense of urgency.
Build the guiding coalition.
Develop a vision and strategy. 
Communicating the change vision.
Enable action by removing barriers.
Generating short-term wins.
Sustain acceleration.
Institute change. 
(Pollack and Pollack, 2015)

Factors that encourage and prevent change are identified by Lewin's (1947) Force Field Analysis. It aids in understanding situational dynamics and creating successful change strategies and is commonly used in a variety of sectors, including business, education, and healthcare (Tahir, 2019). Lewin's force field analysis offers a methodical approach to managing the difficulties of change management and is intended to help organisations understand why change occurs.




Main Findings
Making adjustments to an organization's internal processes, structures, and culture is part of the dynamic process known as organisational change. Effective change management is critical to the growth and adaptability of an organisation. Examining success models and the impact of organisational change. models like Lewin's Force Field Analysis and Kotter's eight-step model (Hicks, 2020). It has been demonstrated that Kotter's eight-step model works well for leading successful organisational transitions. One example of a successful case study is the multinational company in the market, PepsiCo.
Kotter's methodology was effectively applied by PepsiCo to accomplish the desired outcomes of a major organisational change. Kotter's model is not only theoretical; by adopting the eight steps, it provides an organisation with a feasible road map for accomplishing an effective change. Businesses raise their chances of success and their ability to change (Admin, 2022).

The three steps of Lewins Three-Step Model  (Hicks, 2023):
Unfreeze: In this preparatory stage, analyse the current processes to understand what needs to change. Communicate expectations to employees impacted by the change.
Change: Implement the new processes and provide ongoing support to all involved employees.
Refreeze: Develop a strategy to ensure the change is sustained. Review the effectiveness of the new processes and measure progress toward goals.

Kotter (2024) offers a methodical strategy for implementing change to streamline the change process. Establishing a sense of urgency is the first phase, and it has to do with what motivates the change (Johnson, 2023). This action encourages leaders to effectively explain the need for change. Organiastions encourage employees to embrace the change by creating a sense of urgency. Employees are more likely to support the change and actively contribute to accomplishing the intended goals when they are aware of the urgency of the matter. (Kotter 2024). Another management technique is Lewin’s Three-Step Model. Step one of Lewin (1947) cited by Tahir (2019a) suggests ‘unfreeze’, the current process to understand what needs to change. The benefit of the first stage of Lewin (1974) is management can communicate their needs for change during ‘Unfreeze’. Their approach widens the weaknesses of the current situation but, also exposes the benefits. This allows employees to think about their behaviour and embrace the need for change (McPheat, 2023). For Renishaw, the decision was made strategically to move two Quality technicians from the manufacturing division to the assembly division. The possibility of sick leave and yearly leave, which could lower departmental productivity and result in a backlog of work, made this action necessary. The purpose of the swap was to enable cross-training inside the department so that the technicians might grow into Quality Engineers by learning new abilities. This proactive strategy guarantees staff development and operations continuity. Kotter’s model influenced the decision-making process, communication, and execution of the technician swap, ultimately fostering skill development and growth, which made this step in the project successful and productive. Alternatively, another tool that could have been implemented is Total Quality Management (TQM). This tool aims to detect, reduce, or eliminate errors in a manufacturing process. One beneficial key of this tool is, that it is data-driven. As an engineering company, relaying on data is evidence of why the change was prompted to happen making a drive for improvements, from this analysis data collected trends can be identified throughout as well as monitoring performances (Barone, 2023).

A Gantt chart was produced on Microsoft Excel (Figure 1) to forecast the upcoming tasks within the technician swap, implementing Kotter's Eight-Step Method.

 

















A bar on a Gantt chart indicates the start and finish dates of each activity in the project schedule. A Gantt chart is a type of project schedule that illustrates the steps involved in accomplishing a project as well as any potential problems. A horizontal bar chart that shows the tasks involved in the project is an ideal way to visualise the future perspective of the project. The task's beginning and ending dates as well as the duration it took to finish will be shown by the horizontal bar. Due to delays, some projects may take longer to do than the deadline, while others may be completed earlier. Additionally, a Gantt chart can be used to monitor project budgets, ensure that a project is completed on schedule and without any challenges, measure progress, satisfy deadlines, and assign tasks to the appropriate individuals (APM, 2021). Numerous technical approaches are available in the market; however, not all of them are suitable for every project. Some approaches prove more effective than others, depending on the specific context. Selecting the right approach is critical, as it defines the project's objectives and ensures that no tasks or obstacles are overlooked. Ultimately, the successful and timely delivery of the project remains successful. Despite this, a Gantt chart may also get disorganised and overwhelming, particularly if there are many tasks, subtasks, and team members with long deadlines to meet (Ranking, 2022). To able to ensure that time management has succeeded, a different project schedule has been proposed by alternatively using a Cause and Effect Diagram also known as a Fishbone Diagram or Ishikawa Diagram (American Society for Quality, 2024) The diagram used to investigate and present potential causes of an effect is a cause and effect diagram. It aids in identifying the root causes that might be involved in a particular incident. The structure of the causes and effects is similar to a fish skeleton, with the causes extending as fishbones and the matter portrayed as the fish's head (Wikipedia Contributors, 2019c). Lewin's Force Field Analysis is a valuable tool that helps individuals and organisations like Renishaw understand a situation and create the best plan of action for bringing forth changes. By increasing the driving forces or decreasing the restraining factors, tools like SWOT analysis are applied to alter the equilibrium and allow for change. Professional change management is built on this methodology (Tahir, 2019b). 
A SWOT analysis (Figure 2)  was used to carry out the determined 4 categoric sections which included:
S = Strength 
W = Weakness
O = Opportunity
T = Threat
Organisations like Renishaw can benefit greatly from further resources like culture mapping and flowcharts/process maps, which are useful for understanding change. A process or workflow's steps, dependencies, and interactions are visually represented by flowcharts and process maps. During change initiatives, they assist in locating obstacles, inefficiencies, and potential improvement areas. Benefits include enhanced stakeholder engagement, simpler procedures, and a greater understanding of the process. However, Culture mapping evaluates the current culture of an organisation and pinpoints the aspects of it that must change when it undergoes growth—recognising and aligning cultural norms, beliefs, and behaviours with the desired change. enhanced employee engagement, easier transitions, and cultural alignment. Due to their cultural norms, values, and behaviors, the organisation would have benefited from culture mapping to align them with the intended change (Creately, 2022).
All areas were recognised, and the management provided a clear plan and vision to encourage action. Senior management communicated via a Microsoft Teams call, describing the opportunities and risks involved. Acknowledging the knowledge and skills of each team member is what makes the organisation effective. However if an individual is on leave or is absent, the department may be at threat due to their specific skill set and experience (Pollack and Pollack, 2015). 
A key success factor is the transfer and sharing of experience, skills, and knowledge among all members. This approach ensures a robust team. Incorporating Mullins’(year) management and organisational behaviour into structural changes necessitates comprehension of the interplay between individuals and organisations, as well as the management of workplace behaviour. A key aspect of this approach is understanding individual personalities and group dynamics, which can provide predictive insights into reactions to structural changes (Mullins and Rees. (2023). The technicians affected by the change were informed of their expectations of their new role (University of Cambridge, 2016, Hicks, 2020) via Microsoft Teams. A responsive approach and adaptive style were used to notify the department of the change. Effective communication in a variety of situations is ensured by an adaptive communication style. Renishaw could've used a variety of communication methods, including visual communication, to provide data and evidence of what truly occurs when people take time off or become sick, as well as the effects that this has on the department (Landry, 2019). 
The second phase, according to Kotter (2024), is to create a group adequate to lead the change. Once the right team is assembled, they will drive the efforts' transformation by bringing the appropriate qualifications, skills, and leadership expertise. The team is led by a sponsor from senior management who is in charge of initiating the change, developing the plan of action, and making sure it is feasible and effective. The senior management (senior engineer), has been chosen by the sponsor to communicate the goal and lead the department through the process to success, as well as to make sure that any challenges encountered along the way are addressed and that communication with the affected teams and other departments. This area is an example of where the project could have been improved by the business using top-down and bottom-up strategies for organisational change. The top-down method involves high-level decision-makers defining a general objective and then working downward to determine the specific steps that each member of the team needs to take. The management level oversees the planning process from start to finish. Following the creation, an action plan is shared with the team for implementation (Team Asana, 2023). Since the modification will only slightly affect the  Quality department, the team size in this instance will be restricted (Athuraliya, 2020). Kotter’s model influenced the change process by emphasising the sense of urgency, collaboration, and empowerment through communication. 

Developing and strategizing is the third step of Kotter's (2024) methodology. Employees' efforts and motivation are inspired by a communicated vision and strategy (Kotters 2024).A strategy document serves as an effective communication tool (Weller, 2019) as it helps provide any misunderstanding members of the team can develop, it provides clarity surrounding the change of objectives, deadlines, and estimated outcomes. This creates understanding for employees of their roles and responsibilities and how their efforts will contribute to the end goal. This guarantees all employees are working towards the same objectives (Shevy, 2023). In this step of Kotter’s method, this stage was effective as clear communication guarantees employees are informed about the strategy, builds trust, and eases concerns and anxiety (Lancefield, 2022). Leading, this shows good leadership, a management style called democratic. Characteristics of effective democratic leaders are, that they are cooperative, flexible, unbiased, and involved in the process. Democratic leaders are respective and trustworthy which is crucial (Cherry, 2023b). Studies demonstrate, that effectiveness raises morale, productivity, and team member contributions. Team members gain a sense of engagement and increase process involvement. Democratic leaders promote and encourage creativity (S, 2023).  

Management and mentors developed a plan that emphasised the need for and reasoning behind the change in approach. Expanding one's knowledge base and aiding progression to an engineering position was the aim. As their tasks were expanded to include new duties like data analysis and reporting, the technicians were encouraged to embrace the change to further their careers. The sponsor and senior management supplied information that was easy to comprehend and well-received. An agreement for both internal and external training was part of the strategy. Internal and external training was provided which included Geometric Dimensioning and Tolerancing (GD&T) training (Geometric, Dimensioning and Tolerancing) and crane operation for handling heavy products by the Health and Safety at Work Act 1974 (Health and Safety Executive, 2020). (Wikipedia Contributors, 2019a). When compared to a stationary CMM, the latter utilised a FARO portable Coordinate Measuring Machine (CMM) (Coordinate Measuring Machine) (Rapid Direct, 2021). This method offers greater flexibility. A management technique that was demonstrated was a tool called change management techniques which is aimed at effectively directing organisation change. Delivering an effective communication of the vision and the benefits to the technicians, and developing a training plan to structure the technicians with the relevant training necessary to absorb new skill sets ready for the new change (Ian , 2022). This technique offers an important aspect, financial funding to allocate the resources for training for external training (Abbas, 2023).  However, outsourcing is another tool that was used and implemented in the change.  This is a primarily cost reduction that allows organisations to reach out to external organisations for support. Organisations can complete training at a lower cost (Twin, 2024).  Alternatively, organisations such as Renishaw can provide internal training to save financially, as mentioned the company provided the technicians with internal training.  Internal mentoring programs were used to conduct most of the training for the technicians.  Experienced employees were paired up with the technicians for mentorship.  This does not only save the organisation money but also develops a learning culture (Continu Team , 2023). Kotter’s model affected the change by providing a strategy and development structure to the change. Ensuring a plan of action was determined and how development was implemented to ensure the technicians were receiving the support which was necessary. 
This thorough strategy guarantees a smooth transmission and ongoing skill improvement. Management analysed technicians' hesitation to change who were unclear about their roles following security changes by using Hannigan's theory. Stress and poor performance were caused by worries about the ability to perform. In addition, the relationship between stress and performance, which is impacted by task complexity, is highlighted by the Yerkes-Dodson law. Daily routines are impacted differently by organisational changes (Kanter, 2012; Yerkes, R. M., & Dodson, J. D. (1908); Hannigan, T. (2008). Tahir (2019a) cites Step 2 of Lewin (1947), which proposes "change." The change was incorporated into the practice, and technicians received clear and accessible communication and assistance (Tahir, 2019a). Even though Renishaw's management level used effective communication, it's essential to create a strategy throughout the process of change by ensuring sure ideas are captured and promoting a culture of constant learning and skill development (Rehkopf, 2024).
The communication of the change vision, which is the fourth phase of Kotter's (2024) technique, is frequently overlooked by managers, which could result in inconsistent communication and possible implementation delays. Increasing change exposure and communication required greater effort and time to accomplish (Pollack and Pollack, 2015b). Employee engagement increases the effectiveness of the change by having them actively participate (Kotter 2024). Although there was a need for change in 2023, it was decided that it was not appropriate given the company's growth. In the beginning, there was a lack of clear communication from senior management to the staff regarding the suspension of the change. But a week into the soft handover, it was revealed that the structural shift was not going ahead. Since then, there has been a noticeable improvement in communication, and there are now official meetings regularly to share achievements, challenges, and the management's support. Kotter’s eight-step model effectively assisted within the communication stage as this was once poor back in 2023, this is an example of where the project could have been improved. As previously mentioned since then, communication has become a lot more effective. Communication is key within an organisational change without communication it can lead to demotivation and confusion. In this section, previous communication shows a management style, micromanagement. This type of management style shows evidence of holding authority over a team of individuals. Employees are subjected to micromanagement and have minimal control over their work and input into decision-making. It can cause a negative impact on productivity, efficiency, motivation, and creativity, this adds a toxic workplace atmosphere. Micromanagers frequently restrict trust and empowerment by refusing to delegate work and continuously monitoring tasks ( Coursera Staff, 2023) (Wikipedia Contributors, 2019d). 
Technicians were granted overtime to manage their workload, which resulted in the development of tasks and intrinsic motivation to guarantee successful outputs (Nickerson, 2023a). For the foreseeable future, management needs to provide the department the assurance that tasks will carry on normally, with continuous soft handovers that encourage trust. Mullins' theory, which states that effective leadership styles like democratic should "communicate the reasons for the change, the benefits it will bring, and how it will be implemented," supports to this (Mullins, 2020). “Research has found that the democratic leadership style is one of the most effective types and leads to higher productivity, and better contributions from group members feeling empowered and taking ownership” (Cherry, 2023). Renishaw have promoted effective communication through the use of individualised consideration and active listening as communication style techniques. These two communication styles intended to communicate to the two Quality Technicians that their thoughts, suggestions, and criticisms were appreciated. This would have led participants to engage in discussions, raise questions, and take notes (Landry, 2019), which would have turn encouraged engagement and motivation (Gallo, 2022). In relation to this, active listening plays a paramount role in how effective practice is within an organisation, this allows employees to communicate their needs and concerns. This active listening is essential as it ensures rapport is built, fosters trust and demonstrates concern about team members (Khanna, 2020).  Moreover, reflective listening is an effective communication skill to implement when conversing with employees, reflective listening repeats what has been said to them, which allows the other party to reflect on what has been said (Jameson, 2023). Overall, reflective listening ensures employees remain engaged and are being listened to. This shows that this step was a success and was effective.  Furthermore, body language is an important factor in how team members communicate, enlisting simple head nods is an effective way to show team members are engaged and present during a conversation (J. Lee and S. C. Marsella, 2010)However, body language can be misjudged as it could be interpreted incorrectly by the other party., this can be a result of a lack of verbal communication. Scrum tools could have been implemented to focus on communication. This tool enhances project management, by providing regular meetings to keep the team aligned this can be done face-to-face or via Zoom or even Microsoft Teams, as the two platforms offer screen sharing and chat features (Atlassian, 2024).  Another tool that could have been implemented to benefit this step in change is the Crystal tool, which focuses on communication, simplicity, and teamwork. This tool adapts to the changes in unique characteristics (Tranter, 2023). 

In Kotter's (2024) approach, removing obstacles to change and modifying systems that threaten the established strategy and vision constitute the fifth phase. Organisations may accelerate by promoting innovation, ensuring obstacles are removed to prevent slowing the change down, and the creation of them (Kotters 2024). Senior management, with support from people in a variety of disciplines, is responsible for removing roadblocks to the realisation of the vision. Having open lines of communication with employees and stakeholders can aid in identifying such obstacles. Renishaw provided its professionals with the guidance, mentoring, and training they needed to overcome obstacles and provide their best work. For example, a technician with little previous experience with the FARO and CMM equipment was encouraged to make the switch with careful supervision and demonstrations. This section of the project shows this step of Kotters was affective as along with effective communication and technical drawing abilities, allowed the technician to use the Faro and CMM with confidence. This achievement demonstrates how well-trained mentors and trainers can facilitate transformation (Pollack and Pollack, 2015b; Athuraliya, 2020b). To support the technician in controlling and decreasing stress, management utilised stress-reduction strategies (Emily, 2023). Additionally, a technique known as "Hiring the Best Team" was implemented to gather a skilled and varied team with unique skills (Asana, 2024). In comparison, Total Quality Management (TQM) continuously enhances internal procedures, and outputs including services and goods. TQM encourages change to achieve a better outcome and to promote Renishaw’s culture and values (Barone, 2023).  Kotter’s eight-step model had an effect on removing obstacles. This was mainly aimed at reducing stress. This step of the process helped the technicians reduce stress to enable them to stay focus on the tasks and their responsibilities.  
Kotter's approach's sixth step places a strong emphasis on praising short-term successes, which is essential for validating the technician's achievements in their new positions. Extrinsic motivation and intrinsic motivation were found to be the two motivational approaches. Extrinsic motivation is fuelled by incentives or discipline, such as monetary gains, gaining social acceptance, or avoiding embarrassment, whereas intrinsic motivation is derived from self-satisfaction (Nickerson, 2023). Organisations such as Renishaw use benchmarking as a strategic tool to assess how well their goods and services perform to other industries. By doing this, organisations can obtain knowledge about their strengths and weaknesses which can direct their efforts to enhance performances and keep competitive in the market (APPINIO RESEARCH, 2024). In terms of salary, organisations can choose either companies or internal areas to monitor benchmarking, collect data analysis it and give opportunities for improvement (Bain and company , 2018). Kotter’s model was successful at this stage at it showed short-term achievements were highly as important and effective. This made the technicians understand  vtheir work was being recognised and they were on target.  
Understanding these techniques of motivation aids managers in motivating employees. Employees were able to reach personal objectives because management used both extrinsic motivation in the form of pay increases and intrinsic motivation in the form of yearly verbal appraisals. Knowledge about how machines worked and how production and assembly were done inspired the technicians (Herrity, 2019). In an organisation, motivation is vital, and acknowledging short-term successes is just as important as recognising long-term successes (Admin, 2022). Renishaw's management is enthusiastic about short-term successes that improve morale and employee productivity (Amabile and Kramer, 2011). While motivation is important, Renishaw needs to prevent employee fatigue and maintain momentum. The short-term gains are in helping team members remain resilient and committed to the goal (Smith, 2019). Offering a technician a responsibility provides them a purpose and a matter to contribute to the final objective, which keeps them connected with the long-term aim and aids in understanding motivating elements. The term "intrinsic" motivation refers to this type of component, which can be utilised to engage workers (Bernardo, 2022). This step of Kotters (2024) shows that this area was a success. 

Sustaining acceleration, the seventh phase in Kotter's (2024) model, emphasises the necessity for the team to keep in mind that, despite temporary successes, the process is continuous and not yet entirely achieved. To accomplish the final aim, the team needs to remain committed and focused on immediate success (Athuraliya, 2020c). Senior management continues outlining the goals, directing the plan, and highlighting the advantages. The team has been reinforced by technicians working together more closely during the handover. Developing mutual dependence and interaction among employees creates a more approachable connection and lessens reliance on senior-level support. Senior management, however, is still accessible for guidance and assistance, encouraging a good working relationship between everyone in the company. Kotter’s model was affective at this stage as sustaining acceleration should be a crucial stage in any organsational change as it ensures continuous progression towards the main goal. Kotter’s helped Renishaw achieve this sense of achievement. Any improvements or challenges need to be resolved before the modification is officially implemented. Maintaining momentum is crucial because if it isn't, the organization's change might not be as effective or successful as expected (Periyasamy, 2020). A failure to maintain the vision may result in a return to traditional processes, which could delay the implementation of structural change (Leader, 2023). One type of innovation that management in This step of Kotters (2024) shows that this are was successful as Renishaw utilise to promote sustained momentum is Lead by Example: management demonstrates passion, dedication, and commitment; their actions determine the standard for the team (Leader, 2023b).

Kotter (2024) suggests instituting change, making it evident that innovative behaviours contribute to organisational success, and seeing to it that the new behaviours continue until they replace the old ones. Evaluate procedures to ensure that management techniques support the recently established work practices and behaviours (Kotter, 2024).  Core values of innovation, inspiration, integrity, and involvement serve as the foundation for Renishaw's purpose, vision, and strategy (Renishaw PLC, 2024). Organisational behaviour is guided by the collective values, regulations, and beliefs that form its culture. In the end, Mullins's theory suggests that an effective organisational culture can enhance the organization's overall performance (Mullins, 2020). Since the change is currently being completed internally at Renishaw, it has not yet been fully implemented. Kotter’s model has been affected with understanding why it is crucial to institute change as it clarifies the process and equips management and leaders with a clear structure. It overcomes resistances and embeds a new positive mindset within an organisation. In the final step, Lewin (1947), referenced by Tahir (2019a), proposed that the organisation "freeze" structural modifications when satisfaction is attained to avoid regression. In the meanwhile, management is concentrating on assessing goal progress. Management may assist in teams prioritise and manage their time during a change by removing unneeded tasks and letting them concentrate on high-impact objectives. Effective time management keeps tasks moving forward (Scott, 2023).  To ensure the new practice is implemented into the business, there are models which organisations use to make it easier to understand what actions can be measures can be undertaken to minimise the strain of change management. Lewin’s three-step and Kotter’s eight-step models are two of the most commonly used management tools (Watson, 201)(Atlassian, 2021).  Lewin’s methodology involved three stages, making the model simple. These stages are referred to “unfreeze”, “change” and “freeze”. Changing the current organisations mindset is the first stage. This status will naturally want to keep things as they were before.  The first stage is ‘unfreeze’, this is to strengthen the forces that drives mindsets away from normality. This can be achieved by creating trust and helping employees recognise the change is necessary which encourages new attitudes and values. Development tools for the organisations structure can be used to achieve this. After the ‘changes’ are implemented, the last step is to ‘freeze’. Should the improvements not be reinforced through the last step, the organisation may go back to its previous practices. Lewin (1974) demonstrates the impact of factors that supports or delays development. The model assists with influencing change approaches and identifying situations. Lewin’s three-step model effectively communicates during each of the three steps. Addressing resistance, Lewin’s (1974) three-step model assists in proactively and provides a clear framework, strategising a structured approach for managing change (Hicks, 2020b)(McPheat, 2023b). The limitation of the model critics finds the model ‘too simple’ according to McPheat (2023) lack of complexity within an organisational change. Although, it does not account for human error. Furthermore, the full participation of each employee matters for an effective achievement although, this is not always the case (Watson, 2017).  The first step ‘unfreezed’ can be seen as difficult as humans, people are resistant to change (McPheat, 2023b). However, Kotter’s eight-step model is more complex. A sense of urgency is created by a leader or management therefore, employees in the organisational change obtain the need for change. Kotter’s eight step model is an in-depth approach as it offers specific guidelines that can assist in the process of change. Its strict structure implies steps cannot be eliminated and the model can take an extended period of time to complete (Watson, 201). In some cases, where things can change quickly, the model might not be able to adjust to the sudden changes(OCM Solution, 2024). Both models are used commonly worldwide. In conclusion, Kotter’s approach offers a more complex, sequential process design for organisational change whereas, Lewin’s three-step model provides a straightforward foundation (Hama, 2023).  Another model that could have been implemented is a management framework model known as McKinsey 7S model. It was created by McKinsey & Company in the 1980s. The model outlines seven steps that affect organisations performance. The seven steps are as follows (leo, 2021):
Strategy – used to achieve a long-term objective. A set of values, together with a well-defined vision and goal, are the foundations of any effective strategy. 
Structure – The chain of command and identifying who receives instructions from whom play a vital part of the organisation structure. It is difficult to carry out daily activities properly without a solid structure. A disorganised structure might result in confusion. 
Systems - The procedures and practices that carry out a business’s daily operations is referred to as ‘systems’. These processes and workflows are part of an organisation’s regular operations. In most cases, systems dictate all aspects of corporate operations, ranging from product manufacturing to service delivery. 
Shared values – common values embrace standards and conduct demands from every employee. These outlines are in corporate policies. 
Style – To guarantee that an organisation has the necessary skill set to accomplish its objectives. 
Style – management approaches are common in an organisation. It covers the policies and culture of the business. 
Staff – This element covers hiring, training, and maintaining staff in addition to actual personnel. Other aspects such as workforce size, diversity and benefits for employees must also be taken into account. 


	

Conclusion
In conclusion, the use of Kotter's Eight-Step Model will ensure the efficacy of the changes to the structure carried out in the Quality department and offer an established structure for overseeing the alterations (Tahir, 2019a). By actively evaluating the impacts of the organisational restructure and utilising Lewin's Three-Step Model alongside Kotter's Eight-Step Method, ongoing organisational change is being actively controlled. Since Kotter's approach is a guideline for effective change rather than a theory, Renishaw put it into practice (Admin, 2022). Implementing change, demonstrating how new behaviours contribute to organisational success, and ensuring that the new behaviours continue until they replace the old ones are the suggestions made by Kotter (2024). Make sure management strategies support the newly created work practices and behaviours by reviewing processes (Kotter, 2024). Renishaw's purpose, vision, and strategy are based on its core values, which include innovation, inspiration, integrity, and involvement (Renishaw PLC, 2024). The shared values, customs, and beliefs that describe an organization's culture serve as guidelines for its behaviour. To summaries, Mullins's theory indicates that an efficient organisational culture can improve the overall performance of the firm (Mullins, 2020). 
This report demonstrates shows signs of success and improvements. Two styles of management styles were used, democratic and micromanaging. Although these two styles were used there was no signs of autocratic leadership found. This type of style does not allow minor or input from team members and is controlled by leaders which make all decisions and create a highly structured and rigid environment. It disallows creativity, taking choice and independence from team members by making them feel they are not trusted with decisions or tasks.  Depend the negativity of the style, it is also beneficial in some situations as it allows for quick decision making in stressed and uncomfortable situations, and offers a clear chain of leaders who oversight the project. This style performs effectively in situations that require assertive, directive leadership (Cherry, 2023a) (Marmerchant, 2023). This project shows signs off success overall, however, the change has not yet been fully implemented, even though it has started to take shape internally at Renishaw. The final stage was presented by Tahir (2019a) and Lewin (1947), who advised that the organisation "freeze" structural modifications after satisfaction is attained. Management is currently concentrating on evaluating target progress. Models such as Kotter's eight-step and Lewin's three-step models are used by organisations to effectively manage change. Three steps make up Lewin's model: "unfreeze," "change," and "freeze." The initial phase involves altering the prevailing perspective, which can be accomplished by fostering a sense of trust and motivating staff members to acknowledge the need for the shift. The second step is to freeze, and if advancements are not maintained, this could result in a return to earlier methods. The model aids in scenario identification and change techniques. Critics counter that it ignores human mistakes and is very simplistic. Kotter's eight-step strategy necessitates complete employee participation and is more complicated. Lewin, on the other hand, offers a simple framework in three steps. The McKinsey 7S model is another framework model for management that lists seven steps that impact.
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