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Executive Summary 

This report evaluates the strategic change facing MINI Plant Oxford as BMW Group moves 

towards electric, digital and more automated manufacturing. It argues that this is not only a 

technology investment; it is an organisation-wide change affecting the external environment, 

production processes, employee skills, leadership and culture. 

PESTLE and SWOT distinguish external pressures from MINI’s internal capabilities. The 

report compares Lewin’s Three-Step Model and Kotter’s Eight-Step Model, then applies Katz, 

Mumford et al., Schein and the organisational-culture formation process. It recommends a 

phased rollout supported by skills audits, practical training, pilot areas, two-way 

communication and quarterly evaluation. The central recommendation is that Plant Oxford 

should treat workforce involvement as a strategic resource, because this is essential to 

protecting quality and building capacity to adapt. 

1.0 Introduction 

MINI Plant Oxford is a significant part of the UK automotive sector and BMW Group’s 

international production network. Modern MINI production began there in April 2001. By 2026, 

more than 4.6 million MINIs had been manufactured in Britain, while the Oxford and Swindon 

plants employed over 3,000 people and produced around 800 vehicles per day (BMW Group, 

2026). The site is central to MINI’s identity, skills base and future competitiveness. 

The context in which the plant operates is changing rapidly. Vehicle electrification, automation, 

digital manufacturing, artificial intelligence and environmental regulation are reshaping the 

way cars are designed and produced. BMW Group announced investment of more than £600 

million in the Oxford and Swindon sites in 2023 to prepare for electric MINI production. The 

programme included the future production of the all-electric MINI Cooper and MINI Aceman 

in Oxford, with a stated ambition for exclusively electric production from 2030 (BMW Group, 

2023). 

In my view, this is not only a technology project. New equipment and new vehicle models will 

not, by themselves, guarantee a successful transition. The change will also depend on the 

skills of employees, the quality of leadership, communication between management and the 

workforce, and the ability of the organisation to adjust when market or regulatory conditions 

change. This report therefore examines the strategic change facing MINI Plant Oxford, 

evaluates the main environmental pressures, compares two change-management models, 

and proposes a practical plan for implementation. 
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2.0 Recent Development and the Strategic 

Environment 

2.1 Recent strategic development 

Plant Oxford already has useful experience of electric-vehicle manufacturing. The MINI 

Electric entered production there in 2019, giving the plant a practical base from which to 

develop further electric capabilities (BMW Group, 2023). However, the next stage is broader 

in scale. The 2023 investment programme involves changes to production systems, logistics, 

battery installation, workforce capability and coordination with Plant Swindon. The plant must 

also manage a period in which internal-combustion and battery-electric vehicles may be 

produced alongside each other. 

For this reason, the main management challenge is not simply deciding whether to electrify. 

The more difficult question is how to make the transition without losing quality, productivity, 

employee confidence or the flexibility needed in a volatile market. The following PESTLE and 

SWOT analyses help to explain why the transformation is both necessary and complex. 

2.2 PESTLE analysis 

PESTLE scans the external macro-environment: political, economic, social, technological, 

legal and environmental conditions that affect an organisation but are beyond direct 

managerial control. Its roots are usually linked to Aguilar’s (1967) environmental-scanning 

work; the later PESTLE version separates legal and environmental issues. It is useful at MINI 

because the electric transition will be shaped by regulation, infrastructure, consumer 

behaviour, supplier conditions and technological development as well as internal decisions. 

PESTLE can become descriptive if factors are not prioritised. This report therefore uses it to 

identify strategic implications: legal and technological factors are immediate drivers, while 

economic and social factors create uncertainty about implementation. 

Factor 
Relevance to MINI Plant 

Oxford 
Strategic implication 

Political 

Government industrial policy 

and public support can 

influence investment 

decisions and employment 

security. The 2023 BMW 

Management should 

maintain constructive 

relationships with public 

stakeholders while avoiding 
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investment was supported 

by the UK Government 

(BMW Group, 2023). 

dependence on one policy 

assumption. 

Economic 

Electric production requires 

major expenditure on 

facilities, batteries, digital 

systems, suppliers and 

training. Demand for electric 

cars may fluctuate with 

prices, charging availability 

and consumer confidence. 

Investment should be 

phased, monitored against 

business benefits and 

protected by contingency 

funding. 

Social 

Customers increasingly 

value sustainability and 

connectivity, but affordability 

and convenience still shape 

buying decisions. Internally, 

employees may worry that 

automation will reduce the 

value of existing skills. 

MINI needs clear workforce 

communication and credible 

reskilling opportunities, not 

only external marketing. 

Technological 

Automation, data analytics 

and digital planning can 

improve quality, planning 

and productivity. They also 

change the knowledge 

required on the shop floor. 

Technology deployment 

must be paired with practical 

training, support and 

employee involvement. 

Legal 

The UK zero-emission 

vehicle framework places 

pressure on manufacturers 

to increase the share of zero-

emission vehicles in their 

portfolios, moving towards 

80% of new cars by 2030 

(Department for Transport, 

2024). 

Product and production 

planning must remain 

compliant but flexible enough 

to respond to future 

amendments. 
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Environmental 

Pressure to reduce 

emissions extends beyond 

the vehicle itself to energy 

use, materials, logistics and 

the supply chain. BMW 

Group identifies resource 

efficiency as a strategic 

priority across the value 

chain (BMW Group, 2023). 

The change programme 

should measure 

manufacturing sustainability 

as well as production output. 

 

Political and legal factors create a strong case for electrification, but economic uncertainty 

means MINI should avoid a single irreversible implementation step. Capital investment creates 

exposure if demand or component costs develop differently from expectations. The social 

factor also concerns the workforce, whose confidence in future skills may influence 

productivity and willingness to engage. 

The PESTLE analysis makes clear that electrification is driven by several forces at once. MINI 

has a strong reason to modernise, but it cannot assume that demand, regulation or technology 

will develop in a perfectly predictable way. A flexible implementation approach is therefore 

essential. 

2.3 SWOT analysis 

Whereas PESTLE looks outward, SWOT brings together the internal environment and the 

external environment. Strengths and weaknesses are internal characteristics that managers 

can develop or address, while opportunities and threats arise outside the organisation. The 

technique is often associated with Albert Humphrey’s strategic-planning work, although the 

precise origin of the SWOT matrix is debated. Its value lies less in the historical attribution and 

more in its practical role: it helps senior managers turn environmental analysis into choices 

about priorities, risk and resource allocation (Helms and Nixon, 2010). 

For MINI, the distinction is important. The £600 million investment, experienced workforce and 

previous electric production are not opportunities; they are internal strengths. By contrast, 

regulation favouring zero-emission vehicles and potential growth in electric demand are 

external opportunities. Treating them separately prevents an over-optimistic conclusion that 

investment alone guarantees competitiveness. The framework also reveals that a skills gap 

can weaken MINI’s ability to benefit from an opportunity even when the technology is available. 
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Strengths Weaknesses 

An established manufacturing site, 

experienced employees, earlier electric-

vehicle production and access to BMW 

Group resources give Oxford a strong 

starting point. The announced investment 

also signals strategic commitment to the UK 

sites. 

The transition requires capabilities that may 

not be evenly distributed across the 

workforce. It also creates financial pressure 

and may cause uncertainty about roles, 

status and job security. 

Opportunities Threats 

Electrification and digitalisation can improve 

planning, quality control and long-term 

competitiveness. A well-designed reskilling 

programme could create a more adaptable 

workforce beyond the immediate project. 

Global competition, supply-chain disruption, 

changing consumer demand and revisions to 

public policy could reduce returns from major 

investments or delay implementation. 

 

SWOT is useful only when it leads to choices, rather than becoming a descriptive list (Helms 

and Nixon, 2010). In MINI’s case, the analysis suggests that existing manufacturing strengths 

should be used to develop digital and electric capability, while management actively reduces 

the risk of skills gaps, resistance and operational disruption. A practical response is to use the 

strong BMW Group investment and Oxford’s manufacturing experience to fund a staged 

training-and-pilot programme. This converts a strength into an action while reducing the 

weakness of uneven workforce readiness. 

2.4 Strategic implications 

Together, the analyses show that the plant faces an organisational as well as a technical 

transition. MINI has the resources to make the change, but success will depend on whether 

people understand the programme and feel able to contribute. This provides the basis for 

evaluating suitable change-management models. 

3.0 Evaluation of Change-Management Models 

Change-management models help managers organise the people side of transformation. 

They are not exact formulas that guarantee success, because organisations differ in their 

culture, resources and external pressures. Their value is that they make managers consider 
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readiness, communication, leadership, participation and reinforcement rather than treating 

implementation as an entirely technical process. The following comparison applies two 

influential approaches to the specific circumstances at Plant Oxford. 

3.1 Lewin’s Three-Step Model 

Figure 1. Lewin’s Three-Step Model applied to MINI Plant Oxford (author’s own illustration, adapted from Lewin, 

1947). 

Lewin’s model describes planned change as a process of unfreezing, changing and 

refreezing. Unfreezing involves challenging established habits and creating readiness for a 

new direction. Changing is the period in which new processes, knowledge and behaviour are 

introduced. Refreezing focuses on making successful practices part of normal organisational 

life. 

At MINI, unfreezing would mean explaining why electrification, automation and digital working 

are necessary, and what they mean for different employee groups. The changing stage would 

involve new production technology, skills development and revised working practices. 

Refreezing would require updated procedures, continuing training, performance measures 

and cultural reinforcement. 

The main strength of Lewin’s model is its clarity. It reminds managers that employees need 

time to understand and adopt a change; technology cannot simply be installed and declared 

successful. However, the model can appear too linear for an automotive industry where 

regulations, technologies and demand continue to shift. Burnes (2004) argues that this 
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criticism can oversimplify Lewin’s wider work, particularly its attention to group dynamics and 

participation. Even so, the three steps offer limited detail for coordinating a large programme 

involving many stakeholders. 

3.2 Kotter’s Eight-Step Model 

 

Figure 2. Kotter’s Eight-Step Change Model applied to MINI Plant Oxford (author’s own illustration, adapted from 

Kotter, 1996). 

Kotter’s model offers a more operational route through change. Its eight steps include creating 

urgency, building a guiding coalition, developing and communicating a vision, removing 

barriers, generating short-term wins, sustaining momentum and embedding the change in 

organisational culture (Kotter, 1996). 

For MINI, a guiding coalition should include senior managers, production managers, 

engineering, HR, digital specialists and employee representatives. This is important because 

the programme affects different parts of the organisation in different ways. A clear vision 

should link the electric future of the plant with quality, long-term employment capability and 

MINI’s continued role in Oxford. Early wins might include high training completion, successful 

pilot cells or measurable reductions in production disruption. 
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Kotter is more useful than Lewin when managers need to plan communication, ownership and 

milestones. The weakness is that the eight stages can become a rigid checklist if used 

mechanically. MINI should be prepared to revisit earlier decisions as evidence from pilots, 

suppliers, employees and the market becomes available. 

3.3 Recommended approach 

Neither model should be used as a complete solution. Lewin is particularly valuable for 

understanding readiness, learning and the social side of change. Kotter provides more 

detailed guidance for organising a complex implementation. I would therefore use Kotter as 

the operational framework, supported by Lewin’s emphasis on participation and behavioural 

change. This combined approach gives MINI a clear structure without pretending that the 

transformation will follow a fixed sequence. 

4.0 Leadership, Culture and Employee Response 

4.1 Leadership in strategic change 

Leadership is essential because managers must link BMW Group’s strategic objectives with 

the day-to-day experiences of people working at Oxford. A leadership theory is useful here 

only if it clarifies what managers should actually be able to do during change. Katz’s (1955) 

skills approach provides that starting point. It identifies three categories: technical skills, 

which concern competence in a particular activity; human skills, which concern working 

effectively with people; and conceptual skills, which concern seeing relationships across the 

organisation. 

At MINI, the balance of skills changes by management level. Front-line and production 

managers need enough technical knowledge of automation, quality and digital systems to 

coach employees credibly. Their human skills are equally important because employees may 

be concerned about new job requirements or the possible consequences of automation. 

Senior strategic managers rely more heavily on conceptual skills: they need to understand 

how investment, regulation, customer demand, supply chains and workforce capability 

interact. A weakness of Katz’s approach is that it identifies types of skills but gives less 

guidance on solving unfamiliar, ambiguous problems. 

Mumford et al.’s (2000) Skills Model develops this point. It argues that leadership capability is 

shaped by five connected components: individual attributes, competencies, leadership 

outcomes, career experiences and environmental influences. The competencies include 

problem solving, social judgement and knowledge. This is relevant to Plant Oxford because 
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leaders will not be dealing with one stable problem. They will need to interpret technical 

evidence, balance conflicting stakeholder interests and decide how to respond when a pilot 

does not deliver the expected result. For example, social judgement is needed when 

management has to communicate an operational decision that could be interpreted differently 

by engineers, employees and employee representatives. 

The model also avoids the unrealistic idea that leaders are simply born with the right 

personality. MINI can develop leadership capacity through coaching, cross-functional projects 

and exposure to the operational realities of the programme. Katz identifies the skills needed 

at each level, while Mumford explains how those skills develop and are applied in complex 

conditions. 

4.2 Organisational culture 

 

Figure 3. Organisational culture formation applied to MINI Plant Oxford (author’s own illustration, adapted from 

Robbins and Judge, 2019). 

Organisational culture matters because it shapes the shared expectations that influence how 

people interpret change. Schein (2010) defines culture through three levels. Artefacts are 

visible elements, such as the layout of the plant, language, procedures, technologies and 

behaviours that visitors can observe. Espoused values are the principles the organisation 

says it supports, such as quality, innovation, safety and sustainability. Basic underlying 

assumptions are the deeper, often unspoken beliefs about what is normal, valuable or risky. 

The third level is the most difficult to change because it is often taken for granted. 
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At Oxford, new battery-installation areas, digital planning tools and training programmes are 

visible artefacts, while sustainability and quality are espoused values. A potential underlying 

assumption is that expertise is mainly based on conventional vehicle manufacturing. Leaders 

should not dismiss established knowledge; they should show how it can be combined with 

electric and digital capability to protect quality and build the plant’s future. 

It is also useful to consider how culture forms. Organisational-behaviour literature explains the 

process as a connection between the founders’ philosophy, selection criteria, the actions of 

top management and employee socialisation (Robbins and Judge, 2019). In MINI’s context, 

the brand’s heritage, expectations of quality and engineering standards influence whom the 

organisation recruits and promotes. Top management then signals what is rewarded through 

investment choices, targets and daily behaviour. Socialisation occurs through induction, team 

norms, training and informal learning. These routes ultimately shape the culture employees 

experience. 

This matters for the change plan. If management asks people to embrace digital learning but 

rewards only short-term output, the message is inconsistent. Recruitment, performance 

review, recognition and training should support a culture of safety, learning, constructive 

challenge and continuous improvement. 

If employees see electric and digital systems as imposed by management, new technology 

may be used only at a superficial level. For that reason, managers should promote learning, 

knowledge sharing and constructive feedback. The purpose is not to remove all concern, 

which would be unrealistic, but to create a workplace where concerns can be raised and 

addressed before they become operational problems. 

4.3 Resistance and change agents 

Resistance should be treated as information rather than automatically as opposition. Oreg, 

Vakola and Armenakis (2011) show that employee reactions to change are shaped by 

individual factors, organisational context, the process used and perceptions of the likely 

consequences. At MINI, concern may be reasonable where employees cannot see how their 

current skills will transfer to future roles. 

Change agents can help to bridge the gap between senior management and the workforce. 

Suitable change agents would include line managers, engineers, HR and learning specialists, 

employee representatives and respected employees from operational teams. Their role should 

be to explain the programme in practical terms, collect feedback, identify barriers and support 

colleagues during implementation. Participation needs to be genuine. As Sahay and 
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Goldthwaite (2024) note, poorly designed participation can itself create frustration and 

resistance. 

A change agent may adopt different styles according to the situation. A directive style is 

useful where safety, legal compliance or technical sequencing requires a clear decision. A 

coaching style is appropriate when employees are learning unfamiliar processes and need 

confidence as well as instruction. A facilitative or participative style is particularly valuable 

when managers need operational knowledge from the shop floor or need to build ownership 

of a local solution. These styles should not be treated as fixed personality types. Effective 

change agents adjust their approach while remaining consistent about the overall purpose of 

the transformation. 

For MINI, a purely directive approach would be risky because it could make employees feel 

that their experience has been ignored. However, a fully consultative approach could be too 

slow where a plant-safety issue or a regulatory deadline requires decisive action. Caldwell 

(2003) distinguishes between change leaders, who establish direction and legitimacy, and 

change managers, who coordinate the detailed delivery of the programme. This distinction is 

useful at Oxford. Senior leaders should explain the strategic case and model the desired 

culture, while operational change agents should translate that direction into practical routines, 

feedback and problem solving. 

5.0 Proposed Strategic Change Plan 

5.1 Change proposal and SMART objectives 

I propose a phased programme of electric and digitally enabled manufacturing transformation. 

The programme should combine production technology with reskilling, digital capability, 

employee involvement and continuous review. This design is more realistic than treating 

electrification as a single capital-investment project. 

Objective Measure and deadline 

Workforce capability 

At least 90% of employees directly affected 

by the transformation complete relevant EV, 

digital or advanced-manufacturing learning 

within 18 months. 
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Change readiness 

At least 75% positive scores in quarterly 

employee readiness and engagement 

surveys within 12 months. 

Operational continuity 

Reduce avoidable implementation-related 

production disruption by 15% within 24 

months, using downtime and quality data. 

Digital adoption 

Achieve 90% effective use of designated 

digital manufacturing processes within 18 

months, measured through usage data and 

operational KPIs. 

 

5.2 Implementation plan 

The first phase should establish a cross-functional change team with authority to coordinate 

operations, engineering, HR, digital specialists and employee representation. Its first task 

should be to map current skills, identify technical dependencies, establish baseline KPIs and 

agree decision-making responsibilities. The team should publish a short change charter that 

sets out the purpose, scope, risks, decision rights and the channels through which employees 

can raise questions. This gives the programme visible ownership without creating 

unnecessary bureaucracy. 

The second phase should focus on workforce preparation. Skills audits should identify gaps 

in electric-vehicle, automated-manufacturing and digital capabilities. Training should include 

practical learning on the relevant processes, not only classroom material. Participation during 

this phase is important because it helps management identify operational issues that may not 

be visible from a strategic level (Lines, 2004). Managers should also make time for employees 

to practise new skills safely; training completion alone is not evidence that a new system is 

being used competently. 

The third phase should use pilots before full-scale rollout. Management should assess 

production data, quality, safety and employee feedback before extending new systems across 

the plant. This limits the risk of spreading untested processes and creates the short-term wins 

emphasised by Kotter. A pilot should have explicit success criteria, such as fewer defects, 

improved cycle-time stability, safe system use and positive feedback from the people who 

operate the process. If evidence suggests a design problem, learning from the pilot is a 

success even if the next step needs to be delayed. 
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In the final phase, successful practices should be consolidated through revised procedures, 

ongoing development, performance management and recognition of desired behaviours. The 

cross-functional team should then review which activities can become part of normal line 

management and which require continued central support. This is how the proposed plan 

connects Kotter’s emphasis on sustained momentum with Lewin’s aim of embedd ing new 

practices in everyday work. 

5.3 Financial approach 

The £600 million announced by BMW Group is a corporate investment figure, not a published 

internal change-management budget (BMW Group, 2023). It would therefore be inappropriate 

to present an invented cash total as a fact. Instead, the following is a proposed allocation of 

the organisational-change budget and should be labelled clearly as a management 

recommendation. 

Proposed use of change-management 

budget 
Share 

Employee training and reskilling 35% 

Digital implementation and pilot programmes 30% 

Change-agent and project-management 

resources 
15% 

Communication and employee engagement 10% 

Contingency 10% 

 

This allocation prioritises workforce capability while retaining enough resource for 

implementation support and unforeseen disruption. 

5.4 Communication and stakeholder engagement 

Communication should be regular, specific and two-way. Employees need realistic information 

about why the change is happening, what may change in their roles, what support is available 

and what remains uncertain. Management should avoid generic reassurance, particularly on 

subjects such as skills and job implications. Honest communication builds more credibility than 

promises that cannot be guaranteed. 
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Stakeholder Primary concern Communication method 

Senior management 
Strategy, cost, risk and 

results 

Monthly change dashboard 

and steering-group meeting 

Employees 
Skills, roles, training and 

practical impact 

Team briefings, workshops, 

Q&A sessions and feedback 

channels 

Production managers 
Sequencing, safety and 

disruption 

Weekly operational meeting 

and pilot review 

HR and learning teams 
Skills development and 

participation 

Skills-audit review and 

training evaluation 

Employee representatives 
Workforce impact and 

consultation 

Formal consultation 

meetings 

Suppliers 

Technology, component 

flow and delivery 

requirements 

Scheduled supplier reviews 

 

5.5 Evaluation and control 

The programme should be monitored through a balanced set of people, operational, 

technological and financial measures. Relevant indicators include training completion, verified 

skills attainment, engagement, turnover, downtime, defects, pilot performance, system 

adoption, spending against budget and the efficiency benefits created. 

Quarterly reviews should be used to make adjustments rather than merely to report progress. 

This is important because the plant is operating in an evolving external environment. A change 

plan is stronger when it uses evidence to correct course, rather than assuming that 

implementation automatically equals success. 

6.0 Conclusion and Reflection 

6.1 Conclusion 

This report has examined the strategic transformation facing MINI Plant Oxford as it responds 

to electrification, digitalisation and more automated manufacturing. The analysis shows that 
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the change is driven by connected political, legal, economic, social, technological and 

environmental factors. The investment in electric MINI production is important, but technology 

alone will not determine the outcome. 

The comparison of Lewin and Kotter suggests that MINI should use a structured but adaptable 

approach. Kotter offers practical guidance for building momentum, assigning responsibility 

and communicating progress. Lewin adds an important reminder that sustainable change 

depends on readiness, participation and the embedding of new working practices. Leadership 

and culture are equally significant because they determine whether employees can 

understand, trust and use the new systems effectively. 

The proposed plan therefore combines investment with reskilling, employee involvement, 

communication, financial control and regular evaluation. In my judgement, this integrated 

approach gives Plant Oxford the best opportunity to strengthen its capability while remaining 

flexible in a changing automotive market. 

6.2 Reflection 

This module has changed the way I understand organisational change. Before studying the 

topic, I tended to associate change mainly with new systems or new processes. I now 

understand that people’s experiences, confidence and perceptions can be just as important 

as the technology itself. Leadership, communication, culture and resistance all influence 

whether a change programme achieves its intended results. 

Applying the theories to MINI Plant Oxford also helped me see the value of using models 

critically. Lewin and Kotter are useful, but neither should be copied as a fixed formula. Their 

value depends on how well the manager understands the organisation, the people affected 

and the external context. 

In a future workplace, I would try to consider the human impact of change alongside 

organisational targets. I would explain the reasons for change clearly, involve people where 

their knowledge can improve the decision, listen carefully to concerns and monitor results 

throughout implementation. This module has strengthened my understanding that leadership 

involves balancing strategic goals with the needs and abilities of employees. 
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