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1. [bookmark: _Toc39400150]Introduction 
The study would discuss project management and project implementation based on the BBC study. The project would use different tools and techniques to manage, mitigate, and control the risk. Besides, the study would use a different tool for designing a personal development plan.
2. [bookmark: _Toc39400151]Part 1- Project management
2.1.  [bookmark: _Toc39400152]Project Risk management
a) [bookmark: _Toc39400153]Risk management plan 
According to Meredith et al (2017), for the implementation of any project, it was highly important for the project manager to foresee and analyse the risk. Therefore, to tackle the risk, a project manager needs to identify factors that resist changes and favour the implementation of the change within BBC as well as to clarify the aim and objective of the organisation. For example, with the structural reorganisation in BBC in October 2012, the leaders of BBC, identify the problem within the company culture and felt the need to incorporate new leadership skills to manage the entire workforces. However, to tackle the change, BBC builds a plan to mitigate and manage the risks. Moreover, they need to identify the factors through which, the risk could be minimized, and reduced with the implementation of change.
b) [bookmark: _Toc39400154]Identify risk 
In the opinion of Cagliano et al (2015), with the restructuring of the entire organisation, an organisation may face different risk. The risk involved could be related to cultural risk, risk involving leadership skills to control the different working department as well as risk to prevent working as silo organisation, in which, each department of the same organisation would not share information with the other department of the same organisation (Ray, 2017). Further, with the implementation of change, employees may face a dilemma for the change, as they would think the change would be unnecessary and inappropriate. 
c) [bookmark: _Toc39400155]Risk register 

	ID
	Date Raised
	Description of Risk
	Likelihood of the risk to take place
	Impact, if the risk took place
	Severity
	Owner
	Mitigating action

	1
	October 2012
	BBC announced structural reorganisation, however, the structure was disruptive especially for the staff and contain redundancies due to which, working operation become misaligned and negative culture would grow  
	Medium 
	High 
	High
	Project manager 
	Conducts survey of the employees and clarify the objective of the change 

	2
	April 2013
	Tim Davie become the CEO of the BBC worldwide due to which, change of leadership approach took place that could cause disruption in business operation 
	Medium 
	Medium  
	Medium  
	Project manager 
	The worldwide conference would be conducted and employees perception about the problem would be collected about their problem  

	3 
	September 2014 to November 2014
	In Virtual worldwide GLT conference, CEO does not dictate the workshop to empower the employees due to which, the chance that different operation of the BBC would become disorganised and worked irregularity in the absence of the supreme leader may occur.
	Low  
	Low  
	Low 
	Project operator
	Plan to empower need to be prepared 

	4
	April 2015
	BBC worldwide relocate their building in the UK and changes the working operation within the organisation through the introduction of hot-desking. The risk that would involve was that cultural conflict as perceptions of one employee would not match with others.
	Low 
	Medium 
	Medium
	Project manager  
	No desk plan need to be integrated and everyone that include manager, leaders and employees should sit together without any special desk.  



d) [bookmark: _Toc39400156]Risk analysis 
The analysis of the risks reveals that the change in organisation working structure, the risk if occurred proved to be high, as it would disrupt the normal functioning of the organisation. Further, the change of leadership approach would affect the working culture as the employee would either feel very stress or de-motivated. Therefore, the risk involved with the change of the leadership would be regarded as a medium. Furthermore, the process to conduct online conference worldwide among the employee without the much participation of the CEO, proved low, as the failure of the project would not cause any problem to the BBC operations. Moreover, the relocation of the building, if occurred proved to highly impact the silo department would need to work together and conflict may take place.       
e) [bookmark: _Toc39400157]Risk response
When the risk evolved, it is important for the project manager to respond in time and avoids the disruption in services. The Project manager needs to clarify the objective of the change within the BBC, reduce the factor that resists change and embrace the factors that support the change within the BBC. The project manager and project operators need to be work together to identify the employee perception, bring positive culture within the organisation and empower the employee so that BBC could grow in the international market and become closer to the customers.
f) [bookmark: _Toc39400158]Mitigate risk, control risk 
In order to mitigate the risk and control it, it is very important for the project manager to build a plan to empower employee across the globe and aligned the business operation (Joslin and Müller, 2015). Further, in order to remove the silo operation from the BBC, project manager builds a commonplace for working without any specialised desk for employee, leader or manager through which, the information could be stored over the cloud and each employee could access it. Moreover, through open desk program, each employee would sit in a different desk with different employee each day, due to which, positive culture would be build and each employee would be able to interact with each employee, thus, enhancing teamwork and team collaboration.  
2.2.  [bookmark: _Toc39400159]Project Time Management
a) [bookmark: _Toc39400160]Plan schedule management 
Zhang and Liang (2018), states that policies, procedures along with documentation needed for planning, managing and executing the project schedule are established with the use of plan schedule management, For the setting up a strong relationship within the BBC and introduced an innovative and creative solution for the success of the business, BBC has introduced hot-desking. Further, the project more importantly focussed on bringing 1800 people from 18 offices present, globally. The project needs to be completed as quickly so that the BBC could enhance their business, globally, build a proper relationship with their clients and achieve competitive advantage. Therefore, a schedule of about one year was prepared, for this project, that was described in the below section.   
b) [bookmark: _Toc39400161]Plan activities
Gantt chart would be appropriate as using this tool, the plan needed for the completion of the project along with their timeframe could be proper displayed (Davari, M. and Demeulemeester, 2019). The Gantt chart for this project is described below.   
	Plan
	1-2 months
	3-4 months
	5-6 months
	7-9 months
	10-12 months

	Conduct conferences worldwide 
	
	
	
	
	

	360-degree feedback of the employee in BBC
	
	
	
	
	

	Identify the new location for the relocation 
	
	
	
	
	

	15 to 10 desk ratio is maintained 
	
	
	
	
	

	Increase in the presence of many TV screens
	
	
	
	
	

	Conduct a survey and empower employees
	
	
	
	
	

	Introduced global staff awards
	
	
	
	
	



c) [bookmark: _Toc39400162]Plan Resources 
The resources that would be utilised for this activities include monetary resources for purchasing new BBC building, different desks for a capacity of 10 to 15 people and many TV screens through which, employees could keep track global news and information. Moreover, to save the expenditure, for the meeting room, the leaders of the BBC have used breakout areas. Further, to identify the problem, the worldwide conference was taken in which, a different employee from the different geographical region of the world working under BBC was asked to share information about BBC operation that includes its performance, problems, and loopholes and so on. Besides, resources to conduct 360-feedback such as intranet sites and computer were used for these projects.        
d) [bookmark: _Toc39400163]Milestones
The entire plan would be categories into five time-spans of two months and the entire duration of the plan was one year. The milestone for the project was to build a positive culture that removes biasness and empower the employee to share their idea directly with the leader of the BBC. Specifically, the goal of the project was to incorporate 1800 employee around the 18 offices present around the world under the same room and motivate the employee to share their ideas directly with the leaders of the BBC. Therefore, the first milestone for this project was to put 1800 employees under one roof, aligned their business operation, and maintains proper flow of information within the organisation by removing the silo operation. Besides, the next milestone is to incorporate positive culture that would empower employees and motivate the employee to incorporate creativity and innovation.    
e) [bookmark: _Toc39400164]Monitoring and Control 
For monitoring and controlling the flow of operation, the performance of each employee and the way employees are building their relationship with the customers were analyzed. Moreover, with 360-degree feedback, the perception of the employee towards other employees and the culture of the organisation would be known. Besides, providing global awards to the employee based on their performance would motivate others to improve their performance and excel their career within the BBC.  
2.3.  [bookmark: _Toc39400165]Plan, Monitor, Control
For planning the project, the most appropriate tool and technique that was used to conduct a global conference in which employees from 18 offices of BBC around the world, participated, consists of intranet technology and an online portal. The tool was appropriate because it connects employees from a different region around the world and displays their problem at the same place to be solved and analyzed by the BBC leader. Further, for monitoring the performance, a 360-degree feedback tool was used. The effectiveness of this tool was that it would maintain a secret identity of the employees as well as collect valuable information about the changing culture and employees. Furthermore, to control the performance of the employees, they were provided with global awards and recognition. According to Baqutayan et al (2015), The effectiveness of providing award could be described with Maslow need a theory that explains the desire of employees for which they would perform their task, dedicatedly.
[image: ]
Figure 1: Maslow need theory 
(Source: Baqutayan et al, 2015)
According to Baqutayan et al (2015), the Maslow needs theory explained that a person desires five types of needs and with improvement their need raise over the hierarchy level. For example, employees, first, desire to get physiological needs after which, they would desire for safety needs, love and belonging, esteem and self-actualisation (Baqutayan et al, 2015),. In the case of BBC, they were already providing their employees with their basic needs and with global awards and empowerment, they were providing the employees with recognition and freedom to act accordingly to serve the organisation properly.     
3. [bookmark: _Toc39400166]Part 2- Project Implementation
3.1.  [bookmark: _Toc39400167]Kotter’s 8 Steps 
For the implementation of change within the organisation, Kotter’s eight steps need to follow; else, the whole initiative to incorporate change may fail (Accipio, 2018). The eights steps of Kotter through which, BBC implement the project are described below.  
[image: ]
Figure 2: Kotter’s 8 Steps
(Source: Accipio, 2018)
Create urgency
For this purpose, BBC, after restructuring their organisation has conducted a web conference in which, employees from 18 offices of BBC, participated. During the web conferences, the problem that includes silo operations, inappropriate leadership skills to manage the workplace, absence of positive culture and many more were identified. Therefore, this step identifies and creates urgency among the employees and leader of the BBC for incorporating change within their working culture.    
Forming a powerful coalition:
 For this step, with the use of web conference and intranet site, different employees, from different offices of BBC, were able to discuss, over the issues without much participation, of the leaders. The discussion leads to the formation of one single group that could directly interact with the leaders of the BBC and share their ideas.  
Creating a vision for change 
The leader of BBC, i.e. Tim Davie during the web conferences has made clear to each employee about the goal of the BBC. Tim has mentioned that BC needs to enhance their brand image, deliver sustainable financial returns and become an excellent media company and for this purpose, the leader suggests the idea of incorporating 1800 employee under one roof and build a strategy to maintain a positive culture within the organisation.
Communicating the vision 
With the use of intranet sites and portal, BBC's employees were able to communicate with each other and provide survey related to the company's issues and business process. The technology paved the way for a two-way communication flow and helps the employee to better understand the company’s vision. Therefore, till this step, the resisting force that would resist the implementation of change within BBC could be identified and proper resources are collected to remove this obstacle 
Removing obstacles 
The obstacles that would block the organisation’s vision and to align the BBC’s operation t include the 1800 employee under one roof includes the presence of sub-team and group within the organisation. Moreover, the environment within the BBC does not reflect that the company deals with media industry due to which, affect an employee’s performance were visualised. Therefore, these obstacles need to be tackled and overcome.
Designing short-term wins 
To keep the employees motivated, they were given empowerment to show their skills and creativity in their work and build a proper relationship with the clients. Moreover, employees were given the chance to directly deal with the leaders of the BBC, due to which, they were able to display their talent and skills. Therefore, providing empowerment and opportunity to each employee to display their skills make the employees give their full potential into their work. Besides, yearly global awards as recognition make the employee more enthusiasts towards the work and support the change implementation.
Build based on the change
The implemented change that includes maintaining the hot-sit culture and encouraging the employees to participate in decision-making process needs to be followed continuously for long term.  
Anchor change within the corporate culture  
For incorporating change within the corporate culture, new recruits need to be trained and encourage to provide feedback during the decision-making process as well as provide feedback on the development of the organisation. With this approach, the changing culture would become an integral part of the BBC.
3.2.  [bookmark: _Toc39400168]Greiner’s Life Cycle Model 
With the use of Greiner's life cycle model, the BBC would be able to identify the crisis while they grow as well as understand the root cause of many problems and defined probable solutions. This model has six growth phases (Greiner Curve, 2017). 
[image: ]
Figure 3: Showing Greiner’s life cycle model
(Source: Greiner Curve, 2017)
Phase 1 defines the growth through creativity that usually analysed by firms that are creating their product and opened their market. In the case of BBC, they were entering the global market and for this, they need to align their operation in their 18 office across the globe. However, variation in leadership approach was identified during this phase.
Phase 2: with the growth of BBC, it becomes problematic for them to handle different operation from different places and different department. Moreover, the presence of silo operation was hampering the BBC process. Due to which, the BBC decided to restructure their organisation's structure and make the organisation more decentralised by providing empowerment to the employee. However, with the change in the organisation's structure, different redundancies arise in BBC operation and leadership approach.   
Phase 3: BBC, with the decentralised structure are empowering the employees and these employees are monitored by the higher authority. The role of manager changes from directive to assertive. However, during this phase, the operation of the BBC become a sophisticated and thus sophisticated instrument and technology are required to solve this problem     
Phase 4: with the requirement of a sophisticated system, BBC introduced relocate their building and place the entire working employee under the same roof. This strategy was designed to fulfil the corporate goal of BBC. Within the new location, the BBC would introduce new culture within the organisation to end the red-tape crisis faced by the BBC.  
Phase 5: BBC continues to grow internally with the enhanced coordination among the employees and employees become more dedicated to complete their assigned task due to the presence of friendly competition.
Phase 6: This phase involved the growth of the company through a merger, outsourcing and network. In the case of BBC, they grow in four different countries with the use of virtual network and intranet sites through which, they coordinate their work and expand their business, globally.     
3.3.  [bookmark: _Toc39400169]Stakeholder identification 
The stakeholder involved with this project consists of 1800 employees of the BBC present in 18 BBC offices situated around the world. Along with the employees, the stakeholders are the HR managers, CEO and member of WEX (Worldwide Executive Committee) and GLT (Global Leadership Team) of BBC as well as Executive board of BBC who were responsible for the worldwide supervision of BBC. Besides, the government of different nation from which, they operate also play as a key stakeholder.
3.4.  [bookmark: _Toc39400170]St-holder Mapping (Mendelow)
In the opinion of Eriksen-Coats (2016), Stakeholder group could be categorised based on their ability to influence the project resources and strategy of the organisation (designated as Power) as well as based on their interest for the success of the project (designated as Interest). Therefore, Mendelow has built a matrix to identify those stakeholders that are important for any organisation (Eriksen-Coats, 2016). 
[image: ]
Figure 4: Showing Mendelow’s matrix
(Source: Eriksen-Coats, 2016)
In the case of BBC, CEO of BBC along with its WEX and GLT members holds high power and high interest for the development of the organisation globally. These stakeholders have complete control over BBC's resources that include both monetary and human resources as well as they are responsible for the building and/or approving any strategy. Moreover, the profit from BBC success directly affects them. Therefore, they are regarded as key players for the BBC.
On the other hand, the government of different nations from which BBC operates has high power that could impact the strategy develop by the BBC but they have potentially low interest in the success of the organisation. Thus, government belong to 'C' quadrant i.e. "Keep Satisfied group" of the Mendelow's matrix.
Further, the HR manager also has high power over the company resources because they are ones to the strategy used it as well as they have a high interest in their company success. Therefore, they belong to the 'D' quadrant and act as key players for BBC.
Employees are more interested in the success of BBC's success and they play a minimal role for the approval of the strategy, though with the change management, they were encouraged to participate in the decision-making process. Therefore, within the Mendelow’s matrix, they are kept in ‘B’ quadrant and need to be kept informed so that they could utilise the resources and make the BBC's project successful.
4. [bookmark: _Toc39400171]Part 3-Personal Development
4.1) [bookmark: _Toc39400172]Gibbs’ Reflective Cycle 
According to Mulder (2018), with Gibb's Reflective Cycle, the specific situation could be analysed systematically, as it looks on both the positive and negative impact of the situation. This cycle consists of six important steps. 
[image: ]
Figure 5: Gibbs reflective cycle 
(Source: Mulder, 2018)
With the use of this cycle, I would be able to analyse the situation and events that took place within the BBC in detail.
Step 1-Description: BBC has relocated its building and incorporated hot-desking into their system. Within this project, every stakeholder of BBC from its CEO to employees was involved as it was implemented to uplift the culture of BBC. Being a project manager, I was given the task, to manage the project and implement it, for which, I had performed a different survey and conducted 360-degree feedback to analyse the problem that existed within BBC. Excluding the employees present in Australia, more than 1300 employees out of 1800 employees were continuously interacting with each other and thus, positive and empowering condition were built within the BBC. 
Step 2 -Feeling: I think that during the initial period of the project, employees were not eager to participate in the global event and global corporation. However, when employees were empowered to share their idea, they become well accustomed to the project. Nevertheless, in my opinion, except for the employee from Australia, the different operations within the BBC are well aligned. 
Step 3- evaluation: The event was well designed due to which, workplace culture becomes positive and employees were given more power to take participate in decision –making process and provide their feedback on any developed strategy. However, due to the time difference between the European and Australian, I was not able to design the strategy to incorporate the Australian team of BBC with the global team of BBC.     
Step 4- Analysis: From the situation, I have learned that providing empowerment to the employees and enhancing the communication between the employee and the leaders of the BBC result in excellent working culture. However, I think that the changing the seating arrangement daily, i.e. hot desking would not be a good idea for long term as BBC would not be able to organise its work and separate it into a different department.
Step 5- Conclusion: the situation has lead to the positive experience in which, positive culture and close relationship among the employees and leaders were established. On the other hand, the negative experience that BBC was not able to build separate physical department for their different operation, as well as employees over remote areas with different time zones, have not interacted. Therefore, to mitigate this issue, strategy to organised the working operation and aligned the global operation of different offices of BBC needs to be done.
Step 6- Action plan: If the current strategy of hot-desking works fine, then the virtual department would be made over the Internet to maintain the positive culture within the BBC and else if the hot-desking fails, then the physical department would be made to separate each operational department, within the BBC, to avoid conflict.    
4.2) [bookmark: _Toc39400173]Team Skills (Belbin) 
Belbin has identified nine roles a person can play within the team and identifying its role within the team; the team member could develop its strength and manage its weakness as well as contribute more to the development of the team (Belbin's Team Roles, 2016).   
[image: ]
Figure 6: Nine role of Belbin
(Source: Belbin's Team Roles, 2016)
Based on Belbin's team role, my role within the team is to act as an implementer. I played the role to put ideas into force and perform their strategy as designed. Therefore, as an implementer, I very organised, conservative and disciplined with the ability to complete the task within the estimated time. Nevertheless, the downside of being implemented is that I proved to be inflexible and at first, I feel to resist any change.
4.3) [bookmark: _Toc39400174]Personal Development Plan and SMART objective 
[bookmark: _Toc39400175]Personal development plan 
	Sl. no
	Objective description and describing the personal development needed
	Action
	Resources
	Criteria for Success
	Target Date

	1
	Being an implementer, I become rigid to change, thus, I need to become more flexible and positive towards organisational change.
	Need to increase my efficiency to understand the positive outcome of the change and think about delimiting the negative elements that would disrupt the change. Therefore, for this, I need to continuously develop my communication skill and become less conservative.    
	Take a guide and discuss with the higher official and other people related to the change
	Encourage change within the organisation and proficiently communicate with others 
	Within 3 months and should continuously practice the art of communicating with others 

	2
	I need to enhance my scheduling skill so that project could be completed prior to the estimated date. Therefore, I need to enhance my management skills
	Management skill could be enhanced with the proper utilisation of technology that includes decision support system, management information system and other systems through which, virtual analysis of the decision could be performed and outcome of a certain decision could be predicted      
	Join IT institution to learn about the different system that could enhance my decision-making ability using the latest MIS technology
	Predict the outcome of the decision quickly by forecasting marketing trends
	Within 6 months  



[bookmark: _Toc39400176]SMART goals analysis 
	SMART Objective
	Description

	Specific 
	The decision to become flexible against the change could be regarded as a specific objective if the change would benefit the organisation. The change through which, the organisation could be established a long time profit need to encourage and implemented quickly     
Moreover, to learn specific technology related to Decision Support system and Management Information system provide to be beneficial for the organisation success 

	Measurable 
	The plan to become flexible to change, improve communication and learn new technology could be measured through analysing my performance. Improvement in flexibility and communication could be measured through my ability to take a decision towards any change and use of technology to analyse any decision would prove my efficiency to take quick decisions.

	Achievable 
	The objective is achievable because both the task requires effort and hard work, as well as both the task, could be measured through analysing my approach towards a change

	Realistic 
	Improving communication skill requires continuous practice and discussion one's perception while the use of technology could be learnt through understanding the concept and learning to use the technology. Therefore, both the plan could be regarded as realistic.     

	Timely 
	Both the development plan i.e. improving the communication skill and learning new technology could be achieved within a span of 3 months and 6 months, respectively, thus, it could be said that both the plan could be achieved within the estimated time.



5. [bookmark: _Toc39400177]Conclusion
From the above, it could be concluded that project management deals with critical risk analysis through which different risk and plan to mitigate the risk were deducted. Moreover, the study displayed the importance and use of different tools such as Risk register and Gnatt chart for understanding the risk and Kotter's 8 Steps, Greiner's Life Cycle Model and Mendelow matrix for the project implementation.
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