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Introduction 
This report's main aim is to identify the leadership and management skill evaluation in the workplace, which regulates the organisational performance and the employee management section with different statement forms and the valuable engagement section (Lewanski, 2012). It helps lead and manage the implementation of the theories and the recognition phases of the organisation. The chosen organisation is Harrods because Harrods faces many issues with the beauty of the change management strategy in the trendy and competitive market section. This report will devalue different change management models from the organisation's perspective and introduce the organisation's pestle analysis to decode the formation of the organisation and the integration sets. 
This report will cover the adoption process of change management in Harrods and the way regularities help measure the organisational validity section form, recording management, and the information output formation. The statement of the organisation is defined with the ensure management section and leading opportunities. 
The implementation and process of the change management strategy will be covered 
in this report, as well as verified regularities. Harrods has been chosen because it faces multiple sales and employees arriving in the market due to change management form.



[bookmark: _Toc164975905]Main Body
[bookmark: _Toc164975906]Section 1- Critical evaluation of the adopted change management process and Identification of the suitable strategic change option.
[bookmark: _Toc164975907]A brief overview of Harrods and its existing history of dealing with changes.
Harrods is a British multinational organisation that is a grocery-based organisation and the leading company in the UK (Harrods, 2014). It has been listed on the London Stock Exchange and has more than 330000 employees all over the countries where this organisation operates. This organisation has more than 4 thousand outlets, and it is famous for its good quality products and services all over the country. This organisation was founded in 1919 and is operated in the UK, Hungary, Ireland, Thailand, Malaysia, and other countries. Harrods is a public type of company, and it has a strong history of dealing with changes in the environment and other formation sets. In the 1950s, it faced the issue of one product channelling; then, it handled the change by expanding the product selling section and diversifying the product selling form in the supermarket (Adjudicator, 2016). In the 1990s-2000s, Harrods handled the change of the competitive pressure in the local market by expanding its business on international platforms and expanding its market in different countries. In the 2000s, there were multiple multinational companies related to Harrods; that is why it handled the situation by utilising digital transformation sets and innovative feature adoption. In the 2010s, it handled the situation of the changes through cost-cutting and the leadership adoption strategy management (Harrods, 2014). The history of Harrods includes changes in the dealing form of the organisation in a specific diversified way. In addition, Harrods is famous for handling complex situations. Furthermore, Harrods is recognised as one of the world’s leading department stores. The warehouse is visited by 15 million people per year.
[bookmark: _Toc164975908]PESTLE analysis 
There are some external factors during and post-covid time that acted as change drivers for Harrods and there needs to identify how this organisation managed the change of the factors (Bryan, 2018). 
Political factors: The political factors are government regulation and changes in government support schemes. These factors impacted Harrods during and after time made changes in the organisation (Lewanski, 2012). 
Economic factors: Economic factors include economic downturns and unemployment issues that impacted Harrods during and after the COVID-19 situation, which made changes in the organisation's overall analysis function. 
Social factors: Social factors include changes in lifestyle and concern about health and safety measures in society, which impact Harrods sales and overall operation and reflect on the changing pattern of the organisation (Harrison, 2013). 
Technological factors: The technological factors are digital technologies, high data analysis, AI, e-commerce platforms, investing platforms, and different digital platforms to make the change feasible for the organisation (Chappell et al., 2016). 
Legal factors: The legal factors are health and safety regulations and an important and export tax regulation forces. these factors impact the organisation's regulation, and it is the change driven by the organisation which makes the relative function (Harrison, 2013). 
Environmental factors: Environmental factors are growing awareness of environmental sustainability, carbon emission, and weather investigation for the organisation. The factor impacts the organisation and identifies the change driver for the organisation to measure the corporate action set (Bryan, 2018). 
[bookmark: _Toc164975909]SWOT analysis
Harrods Plc has strengths, weaknesses, opportunities, and threats in the business, which influence the internal financial section. The strengths are a diversified product portfolio, quality products, market reputation, effective supply chain, and market leader. The weaknesses are high competition, overdependence, legal and regulatory changes, and debt issues. The opportunities are e-commerce growth, international expansion, sustainability initiatives, and diversification. The threats are changing consumer preferences, regulatory changes, and economic uncertainty. 
By addressing external factors that impacted Harrods Plc in terms of the change driver form of the organisation, Harrods has implemented some strategies to make the change drive, which are sustainability initiatives, agile supply chain management, enhanced online presence, custom-centric approach, and enhanced health and safety measure. These are the strategies of Harrods, which help to handle the external factor issues in the organisation and open up with the organisation's rules and the connectivity section. Harrods accelerates its inventory management protocol to enhance the organisational consumer variability, increase flexibility in purchasing and buying products, and manage the customer attraction level, which matches up with the change management formulation. In addition, these strategies help to increase the possibility of the organisation and the competition forces with the demonstration set. 
[bookmark: _Toc164975910]Leadership styles Harrods used to manage the change. 
Harrods is a multinational organisation, and different leadership styles are used to make the change that this organisation has been facing. The leadership styles are transformational leadership, democratic leadership, democratic leadership, and adaptive and strategic leadership. These are major leadership styles used to manage the change of the organisation through Harrods's operating access point and to manage the overall function and the collaboration section with the management sets (Vercesi and Welsh, 2023). Transformational leadership was used to make the change base. It helped techs to motivate the employees of the organisation and increase the inspired values toward the organisation (Kesting et al., 2015). Democratic leadership used by Harrods encourages employees to make decision-making processes that are feasible and written, organisation complex decisions to flexible management, increase productivity and trustworthiness, and manage the collaboration function. Adaptive leaders used by Harrods are flexible and resolved toward the organisation by employees, and employees adapt to the changes of the organisation in a short time (Bryan, 2015). Servant leadership was used by Harrods's plc organisation to manage the campaign because it helps to prioritise the needs and wants of the employees and recognised the authority section with reputation management (Anderson, 2017). 
[image: Leadership Styles - Overview, Importance, Examples]
Figure: Leadership styles
Source: (Anderson, 2017)
[bookmark: _Toc164975911]Determine the ways how organisational culture impacted the development and implementation of change.  
Due to the development and implementation of the change in the organisational culture, there are different forms that influence the cultures of the country for the employees and organisation. The development and implementation of changes impact the Harrods culture through remote work practices, digital transformation, emphasis on safety and well-being, customer centricity, and agility and adaptability. These are the ways in which organisational culture is impacted by the development and implementation of change and regularities with their recording section and the validity management form. Remote work practice involves military flexibility; a person can work in the office from home or anywhere, which changes the culture of the organisation; measure organisational environment is changed totally, and no staff or officer will be present because of this facility (Vercesi and Welsh, 2023). This is a good idea development, but it creates complexity in the development of virtual communication and many more barriers. The pandemic impacts the organisation's culture by emphasising safety and well-being; Harrods is regulating and spending more money on cleaning and a hygienic environment of the organisation to ensure the safety of the organisation's spaces and section of the employees (Lauer, 2010). 
[image: The Importance of Organizational Culture | by Dr. Hector Vasquez |  ILLUMINATION | Medium]
Figure: Organisational culture importance
Source: (Vercesi and Welsh, 2023)
[bookmark: _Toc164975912]Were there any areas that Harrods organisation could have done better in the process of change management? 
There are some areas that Harrods organisation could have done better in the process of change management, such as improving communication, employee engagement, training and development, measuring and monitoring progress, and managing resistance (Mandel et al., 2014). These are areas that could have been done better by Harrods in terms of the process of change management and improving the connective action form of the organisation. Harrods could have done better by managing the process of change management with the regarding Section and the coordinating activity section (Cummings et al., 2016). In addition, the process of change management regulates the operating assessment section and the creativity function with the identification. 
[bookmark: _Toc164975913]Identify suitable areas that may need to be changed for future. 
There are some suitable areas that may need to be changed in the future for Harrods as per VUCA. The leadership areas, organisational structure, and organisational culture internal forms may need to be changed in the future for the leadership engagement and the selection section. Harrods needs to cultivate an innovative and agile organisational culture to manage the future challenge of a change management section with the reputation section (Kasana, 2021). Harrods needs to develop a transformational leadership style in a more effective way to increase the possibility of the organisation, and that may help improve the organisation's future recognition. 
[image: VUCA: volatile, uncertain, complex, and ambiguous world]
Figure: VUCA analysis
Source: (Kasana, 2021)
[bookmark: _Toc164975914]Section 2- Critical Evaluation of the Change Management Models
[bookmark: _Toc164975915]Critically evaluate 3 Change Management Models.
There are three defiant change management models: Lewin's change model, Kotter's 8-step change management model, and the ADKAR model. These are the change management models, which help organisations engage with the organisation concerning value points, emphasise the financial statement, measure the economic situation, and use a variety of inclusion management (Mandel et al., 2014). The change management model determines ways or strategies that help the organisation maintain its change function, as well as how to build the organisation's strong point of view and rules. 
Lewin's change model: Lewin's change model demonstrates unfreezing, changing, and freezing of the change strategy section of the organisation, which helps to implement organisational regularities management and the regulation forms. This is the model which aims to identify the changes section of the organisation and know the implementation areas substance and the area of the concerning form, and the variety of inclusion management (Kasana, 2021). Lewin's change model has some strengths, which are simplicity, focus on behaviour, and clear phases. The disadvantages of this model are a linear approach, limited flexibility, and resistance to change. This model helps to undertake a new and easier way of change management in small organisations and increase the productivity creation of the organisation with supportive action phases. Lewins is the model that helps to identify the critical role in leadership management in the organisation, which helps to increase the possibility of the organisation raising the functional abilities of the organisation and the feasibility management (Cummings et al., 2016). 
Kotter's 8-step change model: Kotter's model is the model which defines the eight steps of the change management function in the organisation: raw the conditioning form of the organisation, increasing the formulating observation, creating the evaluation forces and the integration management (Appelbaum et al., 2012). Kotter's model is the model that helps to increase the capabilities of knowledge management; Kotter's model has some advantages, such as a comprehensive approach, emphasis on leadership, and practical guidance. And many more forms that help to increase the possibility of the organisational role and influence unity (Hamilton and Webster, 2018). 
ADKAR model: ADKAR is the model which helps to increase the possibility of the organisation's interactive activity, information management, and change management by the validity section. It includes awareness, desire, knowledge, ability, and reinforcement, which help to increase the function of the organisation. Moreover, the organisation's integrated roles are difficult to play in a significant form, and the associate activity section is measured by formulating observations of the situational management section and the reliability engagement.  
[bookmark: _Toc164975916]Identify the change management model suitable for Harrods's organisation. 
By analysing and evaluating the change management mode, Harrods may be suitable to use Kotter's 8-step change management model measure. It helps to increase the possibility of the organisation's growth, adapt to the new changes, and the strategy building sections with outline and higher recognition management forces (Cameron and Green, 2019). This model is suitable for many reasons in the Harrods, such as because this organisation is multinational and highly competitive in the market. 
[image: Kotter's 8 Step Change Model - A Comprehensive Guide - Visual Paradigm Blog]
Figure: Kotter's 8-step change management model
Source: (Cameron and Green, 2019)
Harrods is the leading organisation which needs to use an effective change management model to cope with the contemporary challenges and new issues the organisation has faced a few times in the selling management section (Kuipers et al., 2014). Kotter's eight steps are famous in the change management model because they require different steps that build the foundation of the organisation's stay, increase the possibility of the organisational engagement, increase the feasibility of the organisation, and provide other sources. The major reasons for suitable for Harrods are below: 
Emphasise leadership: Kotter's model emphasises leadership, Harrods may use this model to improve the leadership environment in the organisation and increase the efficiency of the organisation with different dimension sets. It is the model that helps to mobilise the support of the leader's guidance management, increase the facility of the organisation, develop the organisational leading engagement section, and develop the developmental stage of individual rolling solutions. It is the form that stabilizes the driver of the change of the organisation and is significantly committed to the effective leadership of engagement for the organisation's efficiency level, development of the future generating section, and measurement of the evaluation section. 
Comprehensive approach: The comprehensive approach determines alignment with the organisational strategy section, approach with the organisational validity function, and informs the organisation's regulatory section. It helps to ensure the organisation's ability to have different time sections, measure the collaborating section and activity engagement, and verify the results. It creates a sense of urgency in the organisation, improves the organisational alignment forces, focuses on revolutionary management, and depends on the situation format and the collaborating activity sections (Kuipers et al., 2014). 
Practical guidance: Kotter's model provides specific guidelines; Harrods may use it to develop the relevant regularities in the organisation, provide the specification of the organisation, engage with them multiple forces and revolutionary with this abetment and setting. The organisational varieties are developed by the practical guidelines and functional assessments, which are certain with the contracting engagement and the feasibility checking. This model helps Harrods to ace and accept each stage of the model to continue the digital transformation in terms of organisational development (Cameron and Green, 2019). It assists with strategic guidance in the organisation, mitigates the complexities of the organisation, and ensures the cooperative and connectivity sections of the organisation. 
Resource management: This model helps to ensure the source of the organisation, like Harrods and manage the overall conducting behaviour of the supply chain management. Kotter's model helps to achieve the role of the organisation and prioritise the resource allocation function of the organisation, increase the possibility of the organisation, develop the formulating access point and measure the value (Altamony et al., 2016). It helps manage the organisation's sourcing engagement and increases its efficacy. In addition, it helps to develop the milestones of the organisation, develop the process of the organisation and measure the formulating activity section. 
Cultural integration: This model helps to ensure effective cultural integration in the organisation, the reliability section of the organisation, and the evaluation of the access point. It ensures long-term sustainability and cultural variation of the organisation, improves the cooperation management of the organisation, develops the features of the organisation, and collectively engagement sets (Altamony et al., 2016). Cultural integration helps to ensure the organisational functional value set, developmental factors, and regularities. Culture integration helps to be aware of Harrods's regularities and engagement setting and improve the point of view of the selling position and the creativity function. In addition, Cultural integration helps to increase the assessment of the organisation, verification management and the concentration form. 


[bookmark: _Toc164975917]Section 3- Proposal and Implementation of Change Strategy
[bookmark: _Toc164975918]Determine a suitable change management model
For Kotter's 8-step model of change management, there is an effective plan for change management for an organisation like Harrods. For Harrods's regularities, the change management plan will regulate the overall condition, engagement, and the integrating section of the organisation with highly integrated roles, collecting function management, and reputation management. Kotter's model helps to build a guidance coalition, creating a major sense of urgency and managing the anchoring change of the corporate cultural section of the organisation. It helps to improve the rational ability to set options and measure the formulating operation of the organisation (Imran et al., 2016). Kotter's model has some discrepancies, such as complexity, resource intensity, and resistance to change in the organisational role and the valuation sets. The change management plan helps to increase the facility of the organisation, regulate the formulating urgency, lead the management, and the connectivity assessment sets. The Kotter change management model suitable change management plan will increase the fluctuating section and the reliability management section with the proposed section. 
[image: John Kotter's 8 stages of change management - Dream End State]
Figure: Kotter's 8-step change management model
Source: (Imran et al., 2016)


Create the urgency: This is the stage of the change management plan, which helps to raise the shared data and competition analysis; this is the stage which helps to increase the level of the organisation setting of the change and the implication of promoting management with engagement section and the variable forms (Kuipers et al., 2014). 
The guideline coalition: This is the stage that helps to identify the proper leader to influence the research and department sections of the organisation. It helps improve the key stakeholders of the organisation and make effective guidelines. In addition, it helps to ensure the roles and responsibilities of the organisation to make effective engagement settings (Vinkenburg et al., 2011). 
Formulate the strategic vision and strategy: This is the stage of the change management plan, which helps to formulate the vision and strategy of the organisation to develop an effective site and the creation. it utilised the various communication engagement, the progress of the change initiatives and the engagement of the communication officers with the reporting section. 
Enlisting the volunteer army: This is the plan set which helps to enlist the organisation's pattern and increase the two-way communication form. It helps to develop the feedback and the engagement of the organisation to ensure the enlisting function, varieties of integrating roles, and the validating engagement with the representative section. 
Enable action by removing barriers: This is the change management plan step, which helps to ensure the cation by removing the barriers and developing ethical allergies to mitigate the obstacles of the organisation. It helps provide support and reuse to maintain the organisational strategies and management obligations with the formulating option and the variety of infusions (Imran et al., 2016). 
Generate short-term runs: This is the top of the change management plan, which helps to develop and generate short-term runs in the organisation or effectively accomplish seta and an evidence-based measurement form with the evidence function. It recognises the organisation's tangible source and measures its implementation. 
Sustain the acceleration: This is the setup of the change management plan, which helps to accept the sustainability section by ensuring that the employee segment and the motivational level forms are met. 
Institute the change management: This is the step which helps to improve the continuous improvement and the format of the change section with the recording action and the activity management sets. In addition, it helps to ensure the variety of adaptability management and the associative action (Vinkenburg et al., 2011). 
[bookmark: _Toc164975919]Leadership styles suitable for initiating and implementing identified strategic change.
There are some leadership styles that would be suitable for initiating and implementing identified strategic change, which are transformational leadership and visionary leadership, servant leadership, and democratic leadership. These are the leadership styles that would help to manage the strategic hang management section for the organisation to improve the organisational connectivity section, the valuable engagement, and the possibility of the result section (Vinkenburg et al., 2011). Transformational leaders are suitable for strategic change in the Harrods base. It will increase the leader's focus on the organisation and raise wariness function and integration management. The democratic leadership style is suitable for the initial implementation of the strategic change evasive. It will increase the decision-making capacity set of the change management system. 
[bookmark: _Toc164975920]Step-by-step process to implement the change strategy 
There are some steps of the process to implement the change strategy which help to engage with the organisation engagement section, develop the formulating operation, and the assessment of the organisation interactive section. The organisational change strategy helps to raise the configuring areas and the section of the organization with the implementing activity section and the higher regulative forces. 
Assessing the current state: The organisation needs to assess the current improvement areas for the organisation regularity form and the implementing action set. 
Defining the change strategy: By analysing the organisational vision and objectives of the organisation, the change strategy needs to identify with the regulations of the confirmation management. this is the stage that helps to determine the future of the organisation and outline the time and the approaches (Imran et al., 2016). 
Communicating with the vision and objectives: These are the steps which help to communicate with the vision and objective of the organisation to manage the change strategy. It helps develop the communication plan and align it with the organisation's objectives. 
Building the coalition support: This is the step that helps to build the coalition support of the organisation through team responsibility, role explication, responsibility management, and meeting the expectations of the team members (Belias and Koustelios, 2014). 
Empowering the employees: This is the step that helps empower the employees of the organisation through ownership management, the change process, and employee and knowledge engagement (Kuipers et al., 2014). 
Removing the barrier to change: This is the step that helps remove the barrier of change in the organisation to strengthen strategy management. It helps identify potential obstacles and implement areas for improvement in the organisation's regulatory testing. This is the step that helps change the small-scale pilot test function with the engagement section. It helps to get feedback and refine the management (Belias and Koustelios, 2014). 
Monitoring and measure the progress: This is the step that helps to monitor and measure the progress of the organisational change management to implement from KPI engagement and the situation validity function and the refining management. 
[image: Strategy and change – are they the same?]
Figure: Change strategy
Source: (Belias and Koustelios, 2014)
[bookmark: _Toc164975921]Determine impact of the implementation of the change strategy.
Some impacts of the implementation of the change strategy on the culture of Harrods organisation are positive and negative impacts change strategy of Harrods to improve the changing capability set and the credibility management with the supporting alignment sets. 
[image: Strategy Impact – Principle #2: Unify Leaders]
Figure: Change strategy implementation
Source: (Torppa and Smith, 2011)
Positive impact: The positive impacts of the implementation of a change strategy on the culture of an organisation are increased portability, enhanced efficiency, and improved innovation. The positive impact of the change strategy reflects the coordinating section of the culture of Harrods with the higher menstruating activity section (Torppa and Smith, 2011). 
Negative impact: The negative impacts of the implementation of the change strategy on the culture of Harrods are fear, communication breakdown, and loss of employee meet. These are the negative influences that can happen when and the organisation's change strategy is implemented, and its impact on cultural function is significant (Torppa and Smith, 2011). 


[bookmark: _Toc164975922]Conclusion 
This report has discussed many things about the organisations leading and implementing management. This report discussed the importance of the leadership style in Harrods, the change management model, and the importance of the organisation plc. Kotter's model is suitable, and the plan for change management has been identified here. The change in the organisation is the sales, employee training function, profitability section, and employee productivity aspect section. The recommendations utilise the Kotter’s 8-step model and the plan of this report, which will utilise the organisation's management and the concerning section and the varieties. 
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