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Introduction
The case study focuses on the 'Me-Too' movement that involved the Google employers who protested against what they termed as women's sexual harassment and unequal treatment of women compared to men. The Google employers teamed up and started a movement to express their concerns and call for changes within the organization (De Benedictis et al., 2019). The initiative had a significant impact because most of the victims were compensated and their concerns addressed. However, some of them were offered an option to resign from Google. This stirred furry from the employees who decided to show solidarity to their colleagues in condemning every bad act in Google offices and even outside the organization (Boyle, 2019). Many claims that the walkout was fighting against including their workplace culture. Therefore, employees were standing in solidarity with their unfairly treated colleagues; they also wanted a fair chance to address issues affecting the organization's culture (Bogen et al., 2019). So the purpose of this case study is to evaluate why the employees initiated the movement and identify approaches that Google could have taken to address the situation and the concerns of its employees. 
[bookmark: _Toc77864444]Part A
Kotter's change model is a plan that allows an organization to improve its ability to change and leveling up its chances of becoming successful. Kotter's change model has eight steps that need to be followed for any change in an organization to be successful. The first step is the creation of urgency. Anyone leading any team or organization and feels that there is a need for something to be changed or implemented, then they must create urgency of the matter and show it to the people that will help make the change successful (Lanius, 2019). As the mastermind of this plan, Kotter states that declaration of victory too early is the reason for failure at times. He advises that instead of shouting a lot about what one has achieved, they should instead observe what they did right and improve and observe what they did wrong and change (Nutbeam and Mereish, 2021). By doing so, they will be assured of going far or even reaching the final goal easily. The fourth step is the communicating of the vision. The vision is now sold out to all stakeholders who will have to put in their effort for the change to be successful (Teixeira et al., 2017). The fifth step in the model is the removal of obstacles. This is whereby an organization works as a team and removes all the obstacles preventing it from achieving the change and implementing it. The creation of short-term wins is the sixth step in Kotter's change model. These small wins will give people reasons as to why they should hold on to the process and continue working on it till it is implemented. In the last step, the change should be incorporated into the organization's culture. It should now be taken as a norm so that it cannot be forgotten easily. At this step, the organization leaders must consider the change even when hiring people to work with them. Kotter's model step has its pros and cons. One of its positive aspects is that it is more detailed than any other model that guides organizations in handling change. It explains each step so clearly, thus leaving a minimal chance of failing to implement the change (Galli, 2018). Another positive aspect of this model is its focus on the preparation and acceptance of the change. It does not just force people to accept change once but gives them time to understand the change and evaluate it then implement it without any fear or stress (Boyle, 2019). Thus it makes transitioning easy from one thing to another. Despite having all those positive aspects, this model also has negative aspects, including its way of time-wasting. It takes a lot of time for a change to be implemented when a person uses this model (Bogen et al., 2019). There is no way a person can skip any step when using this model, disrupting the process, and implementing the change may fail. It can also lead to resistance to the change from other stakeholders because it requires a person to clearly explain the change to everyone to get supporters and people who will facilitate it (Galli, 2018). If a person does not get well, they might resent it before all the steps are even completed. 
Kotter's eight-step model can be very useful when dealing with the Google case study. First, it facilitates creating the urgency of ensuring gender equality and proper dealing of any sexual harassment case (Mohiuddin and Mohteshamuddin, 2020). To achieve this, it is essential to research various people from different departments and develop a strong team that can help me from the start. The model will ensure that the key stakeholders are chosen to influence people easily, as the plan states (Mohiuddin and Mohteshamuddin, 2020). Thirdly, it is possible to develop a clear vision of where Google will be if it embraces the change advocated for by using the model. It is possible to develop sufficient reasons to convince people and show them that there is a promised future if there is a change in how women are treated at their jobs and how black people are being treated (Kuo and Chen, 2019). Having come up with a vision for Google, it will consequently create a strategy for a strategy is what makes visions possible. People cannot reach their visions without having strategies that will help them reach their goals. Using the Kotter model will provide a basis for telling people about the company's vision (Jones-Schenk, 2017). Since Google has many employers, there is a need to ensure that most of them get to hear the vision that is developed through communicating about it more often and using different platforms to reach as many people as possible and show them the goodness of change (Choo et al., 2019). As Kotter stated in his model, speaking about the vision anytime to anyone can play a role in achieving the change. Through this, it will be possible to remove the obstacles hindering the organization from ensuring gender equality and equal treatment (Kang et al., 2020). According to the model, this step helps a lot because it's the one that gives a chance of knowing those that are resisting the change, and more time can be allocated to explaining the need for the change to them.
 	The creation of short-term wins will come in handy after all the obstacles have been removed. The short-term wins will motivate all the Google workers and influence all leaders, and give them a reason to support the proposed change (Xiong et al., 2019). As a person who is focused on changing the way Google operates, builds on the change, invests resources, and is ready to do whatever it takes to see it being implemented. Observing how the google workers have reacted to the small wins and also observe where things went wrong and change and at the same time find out what can be done better to improve (Teixeira et al., 2017). Finally, there is a need to ensure that the change has been included in Google's culture. This will be achieved by ensuring that there is communication on the change's positive impacts regularly and influence more people to support it till it becomes a norm. This will be possible if only the leaders are convinced enough to promote gender equality and abolish any kind of discrimination.
There is a need to follow this plan accordingly to ensure that plan for addressing the disputes between Google and its employees is successful (Page and Schoder, 2019). It helps a lot implement the change gradually by creating the right environment that the change requires to be effective. The plan enables the whole process of changing things at an organization to keep the momentum that it started with so that people cannot back out or stall the process and take more time than anticipated (Barnes, 2020). The manager or the leader has to convince the other people that the change at hand has to be done immediately or as soon as possible. Otherwise, there will be outcomes that people will not like or that will negatively affect the organization. 
To utilize Kotter's eight-step model in the case of Google, the first step is creating urgency first. Through this, it will be possible to form a powerful coalition that will assist in implementing the change or push to address the situation. This model indicates that any leader or a person has to form a coalition with serious people that will help him convince other people of the importance of the anticipated change (Nutbeam and Mereish, 2021). The coalition will also assist in coming up with the vision of the change. With a clear vision that is encouraging, people can embrace change easily. Having a vision for the organization after the change has been implemented is the third step as per this model (Teixeira et al., 2017). The vision can help participants and all stakeholders decide whether the change is worthy or make things worse and put the organization in a worse position (Thornton et al., 2019). People will embrace any change with a promising future and make things better or easier for them. The leader of the engineering team has to talk about the good things that the change will bring. They have to convince people that by supporting the change, they are supporting something that will help them or the whole organization and even other people outside the organization (Lanius, 2019). This will encourage people and give them a reason to trust the organization and try implementing the change. Everyone's input and energies are required (Kang et al., 2020). After removing obstacles, Google is guaranteed implementation of the change. Now it can create short-term wins that will encourage people to participate and encourage individuals and give them the power of not giving up (Choo et al., 2019). As one wins one step, another goal should be reached, which is better than what they have already achieved, and it will enable them and their teams to work more seriously and with new energies (Nutbeam and Mereish, 2021). 
[bookmark: _Toc77864445]Part B
Different parties use different strategies to resolve conflicts, such as the Google versus employees’ case study. Further, some conflict resolution strategies tend to be preferred compared to others, and individuals are likely inclined towards certain strategies they regularly utilize (Boynton et al., n.d.). The Thomas-Kilmann Model identifies various conflicting resolution strategies, including avoiding, accommodating, compromising, competing, and collaborating (Thomas and Kilmann, 2017). Avoiding as one of the conflict resolution strategies identified by the Thomas-Kilmann Model involves ignoring or sidestepping a conflict hoping that it will be resolved independently. Contrastingly, the accommodating strategy involves identifying the ways of addressing the demands and concerns of one party at the expense of the other party to solve a conflict (Rahmat, 2020). On the other hand, the compromising strategy focuses on identifying an ideal resolution that will partly address the concerns of all the parties in a conflict. A competing strategy is used when one of the parties involved in a conflict fulfills their demands at the other party's expense (Nowe, 2017). Lastly, the collaborating strategy, as suggested by the model, focuses on developing a solution that will fulfill the concerns of the parties involved in a conflict. 
Based on the five conflict resolution strategies, the Thomas-Kilmann model also identified two types of parties in a conflict depending on which strategy they choose. Assertive are those who choose strategies that enable them to satisfy their own needs, while cooperative are those who prefer strategies that address other parties' concerns (Uddin, 2021). Generally, each of the conflict resolution strategies tends to be assertive and also cooperative to some extent. For instance, accommodating has a high cooperative degree but a low assertive degree, while competing has a low cooperative degree and high assertive degree. 
Each of these conflict resolution strategies presents several advantages as well as disadvantages. Further, although some strategies can be preferred over others, each tends to be appropriate depending on the conflict's nature and circumstances. For example, in the Google case study, if the issues raised by the employees were minor and did not have a lasting effect, the company could have chosen to accommodate them and not try to fulfill its requirements (Thomas and Kilmann, 2017). Therefore, it would have chosen a cooperative strategy such as accommodating or compromising. The main advantage of using accommodate strategy is that it would have assisted in preventing the disruption resulting from the conflict. However, the issues would remain unresolved, and if Google continued to be more accommodating, then the employees would have been likely to take control in future conflicts (ALIMBA, 2018). Similarly, if a compromising strategy would have been chosen, they would have had their interests partly addressed while Google’s interests maintained to some extent. Although this may sound fair, the main disadvantage is that none of the parties would be fully satisfied, and an optimal solution might not be reached. However, if Google found out that the issue was severe and it would have a significant impact on other stakeholders, then it would choose a more assertive strategy such as competing or avoiding (Kustienė and Tjurina, 2019). Through competing, Google would have been assumed to have won while the employees lose in the conflict. However, this would not be the appropriate problem solving strategy; it would likely lead to significant impacts to the organization, including disruption of activities. Like avoiding, competing would have allowed Google to get away with the conflict but would have resulted in major adverse impacts to Google which are not desirable. 
To choose the most appropriate conflict resolution strategy in the case of Google, several factors, including the demands of the employees, the impact on the company, the employees and other stakeholders if the demands are not addressed the outcomes of being assertive, and considering a cooperative or collaborative solution. Considering those factors, it is evident that the concerns and demands of Google employees were genuine and worth considering. Further, if their concerns were not addressed, there would likely be a prolonged stalling of activities in the company, and the image brand would have also been affected (SOOD, 2019). If Google considered remaining assertive, then the genuine concerns of the employees would not have been addressed, and the chances of a permanent solution would have been low. Becoming too cooperative would have also not allowed Google to express itself on some of the actions taken and contribute to finding a solution. Therefore, the most appropriate conflict resolution strategy would be becoming collaborative (Thomas and Kilmann, 2017). With this strategy, Google and employees would allow contributions from each other to discuss a common solution that would promote each party's interest. The main advantage of using this strategy is that it would provide a great means for collaboration and overcoming conflict through reaching out. However, the main disadvantage is that it might take time for a solution to be reached because both parties must be heard and a common solution agreed upon (ALIMBA, 2018). In some instances, a common solution may never be reached. 
[bookmark: _Toc77864446]Part C
[bookmark: _Toc77864447]Background
A board of Google directors formulated to look into the 'Me-Too' movement that led to great walkouts from our offices came up with this proposed project to help deal with the issues raised by the employees. The decision to develop this project was reached after considering how Google's employees have been coming up with demonstrations against how the company had been carrying out some aspects in the organization. Most of them had clear claims that they wanted to be dealt with instantly and others had their claims that they wanted to be dealt with as time moves by. A decision was made to come up with this board that will, in turn, come up with this proposed project that will help resolve the conflicts between Google and its employees and any other stakeholder.
This project requires a consultant from a firm to develop a way to resolve this issue and go back to our normal operating. The consultant will help Google stakeholders perform their respective roles and help them positively, which may help end this conflict. As an organization, Google needs to have this project go through to have everything under control and concentrate on its growth instead of concentrating on conflicts. 
[bookmark: _Toc77864448]Objectives
In this project, the board members proposed some objectives that we will need to work towards. Some of the objectives are having unity between the employees and employers of Google. There is also a need to urge the organization's employees to learn to present their grievances to the organization without walking out of their offices and marching to the streets, which taints its name. There is a need for this project to be running on and on for a long time. The intention is to achieve several goals along the way, like having a perfect relationship between workers and their employees and having an organization that knows no discrimination and harassment. A board has decided to offer one of the websites to the consulting firm to reach out to Google's employers and even all the stakeholders involved. The consultant will have to find information and ways to help the organization solve all its issues. The consultant is allowed to question anyone free from the organization to have concrete information and know what he or she will be dealing with as time moves by. What is expected from this project is a stable organization that knows no harassment and that has workers and partners that air their grievances to the board instead of going to rallies. Therefore this project targets everybody that is in any of the departments that Google has. It does not matter what position the person holds at Google. What matters is that we have a unified organization. Once the project is done, we expect to see some changes in every department and every sector. Changes are expected to even how Google workers and leaders interact with their partners and their customers.
[bookmark: _Toc77864449]Issues
The board aligned issues from the one that needs immediate action downwards. It is proposed that the consultation firm first concentrates on female harassment, for this has brought huge problems to our organization. The intention is to see this issue positively as the stakeholders concentrate on bringing it to an end. The firm should also concentrate on dealing with the claims that employers had been racists. Once these issues have been studied well and dealt with, it is proposed that the firm starts concentrating on other things like the boss-servant relationship and other issues that are causing problems at Google. Once the firm starts to deal with all these issues, a decision will be made to talk to our employees and leaders and ask them to cooperate with the firm to ensure that the issues have been dealt with efficiently and easily. This can only be achieved by first of all studying the issues that are at Google and understanding them. Then the firm will have to come up with a common goal for the two parties and discuss how they can help Google achieve the goal and other goals. By doing so, the issues will have been solved easily and efficiently. 
[bookmark: _Toc77864450]Methodology
The board still proposed different phases that this project can be implemented in. The phases that the board proposed include creating urgency to resolve the issues at Google and then convincing the employers that the organization has a great vision to achieve and cannot achieve the goal without its employers. After the firm has done these two things, it can start dealing with the issues because the employers will be ready to listen to them and consider whatever they will say. 
As per those who will be included in this project, the board decided that every stakeholder will participate in this project to ensure that the organization does not have similar problems, or the consultation firm prepares the content to be covered on this project and should consider using credible information and one that is known to almost everyone. It should not focus on rumors but focus on information with strong roots and the one that has put the organization where it is. The firm is also advised to use the site that Google will provide to them to monitor any change as Google moves forward and also to ensure that people who get access to it are the ones that Google is trusted by the firm and cannot interfere with any information.
[bookmark: _Toc77864451]Expertise
Any project requires a well-laid out process to be followed. That's why the firm should see that after they have dealt with any issue totally and all stakeholders are comfortable with it, then the solution can be implemented and incorporated into the system as people start getting used to it. Skills required in this project are many, whereby people who can do great research on any information are required highly. Board members also proposed that a small number of people must deal with this issue for credibility. They settled on an exact figure which is ten individuals. All these individuals will be chosen by the consulting firm, which also will assign them different positions depending on a specific issue that you will be dealing with at a specific time. 
[bookmark: _Toc77864452]Reporting
Some issues like the time of engagement of each member in resolving the conflicts are left for the firm to decide, but stakeholders hope that proper decisions will be made. The board also proposed that the firm sees that it identifies the relationship between team members and strengthens the ones that seem tense. After the team that has been subjected to this project has worked on it and ensured that the problems are well dealt with, they will have to write reports for future use. It is proposed that the content in the report should be all the issues that have been faced and have been dealt with at different times. Google data software is the software that it proposed that should be used when reporting. Anything that should be reported must have been agreed to by all stakeholders and considered to be useful. Lastly, we proposed that people that will write the report are those that the firm would have selected. Therefore, we are anticipating a thorough study of the issues that are causing conflicts at Google.
[bookmark: _Toc77864453]Work Plan
 After that, it is expected the firm to provide ways that can help solve these conflicts. Further, the firm to look for enough resources that they may think is required for we are ready to pay for them all. Finally, the board decided to set aside enough funds for this project. Resources and money have been set aside that can be able to pay all the consultants and also pay for all the resources that are required at any time during this project's preparation and its undertaking.
[bookmark: _Toc77864454]Part D
[bookmark: _Toc77864455][bookmark: _Toc77864459]Executive Summary
Despite the impact that Google has undergone over the recent events, I believe every problem has solutions, and we can always reach an agreement between the employer and the employees. By following the appropriate channels and utilizing the available frameworks, a consensus will be reached, and all the stakeholders will be able to settle their differences within the shortest time possible. With the experience that my firm has in dealing with such issues, I am confident we shall provide the needed solution to Google's current situation. 

Introduction
I am writing this letter back to you with much pleasure for you decided to reach out to my firm as one of those interested in helping you out. Our firm is known widely for dealing with such cases where we had to solve various conflicts between employers and their bosses. So as a firm we are already known well for the services that we offer. I would like to thank you all for reaching out to us with your proposal, and after going through it, we realized that we could together and help your organization attain its goal, return it to its former place, and even make it better. The proposed project that you sent over gave us a glimpse of how serious this conflict is disadvantageous to you, and it made us know that this is a matter that should be dealt with instantly without wastage of much time. We also decided to propose some things to you that you can consider having it easy once we start dealing with these issues.
[bookmark: _Toc77864456]	What Is the Problem?
I realized that your employers are going into the streets to demonstrate sexual harassment, racism, and gender inequality in your organization. This has brought serious problems in all your operations because you depend on these workers for everything. Another thing that I know is that all these walkouts on sexual harassment and racism are tainting your name and are making you lose customers. If you lose more customers due to these walkouts, you will lose your value in the market and the position you hold. Your competitors are also taking a keen interest in these walkouts, for they are ready to use them against you and beat you in the market as they draw more customers to them. Your competitors can also take your skilled employers and keep them on their side as you become more hesitant about dealing with these issues. I also know that if your employers continue with the walkouts, the government and other bodies will have to intervene and start investigating everything that these employers are claiming, and it will be tough for you as an organization.
[bookmark: _Toc77864457]	How will you solve the problem?
 So am ready to work with you all in solving the conflict between you and your employers. I am ready to use all the models that I have learned to approach this issue and deal with it accordingly until I ensure that your organization is back to normal and all operations run as usual. I will have to convince all your employers that some changes are inevitable, and they will have to accept them as they also learn to air their grievances diplomatically. I know that my firm has the power of convincing your employers through me to listen to what you have to offer to them. This will make them go back to their offices as you deal with all their claims and work the way out of this situation that you are in. It is known that our firm charges cheaply when tasked on such issues, and we are ready to charge you, so provided you see to it that all the resources that we require for this project are always availed in time and are well catered for by your system.
[bookmark: _Toc77864458]Cost/Schedule 
As a firm, we hope to resolve the conflict as soon as possible. However, the length of the process may vary depending on how fast you will reach an agreement with the employees. Technically, such conflicts may take between 3 to 6 months for an agreement to be reached and up to a year for the terms of the agreement to be fully implemented. Therefore, I am optimistic that a few months from now, the conflict would have been solved. The consultation cost will be charged as long as the firm continues to offer the services every month at a fee of $60,000. We also expect your company to cater for other costs such as hosting our mediators and venues for the mediation talks and other miscellaneous expenses. 
[bookmark: _Toc77864460]Part E
According to Gibb’s reflective cycle, there are six stages for walking through an experience: description, feelings, evaluation, analysis, conclusion, and action plan. Therefore, my reflection for the module would be as follows based on Gibb’s reflective cycle:
[bookmark: _Toc77864461]Description
Throughout the module, I have been introduced to new concepts and frameworks for dealing with real-world problems and finding optimal solutions. Further, I have learned a lot about the past significant events, especially those involving corporation conflicts. 
[bookmark: _Toc77864462]
Feelings 
Despite a lot of work that I have had to engage in the module, I would say I am generally contented and happy because it has been worth it. What I have learned in the module is valuable and has boosted my confidence and enabled me to solve similar problems. 
[bookmark: _Toc77864463] Evaluation 
After going through the module, I realized that looking at the organization's insight makes me see the employers as those on the wrong side. At the same time, when I look at the problem that Google faces from the consultant's insight, he makes me see that everyone included in the problem has taken part in forming the problem. These two insights give a person confused feelings of having a side to support. It makes you though to think hard before making any stupid decision on deciding which side or which party is in the wrong. Even though a person can be confused about which direction he has to follow, you can get easily attracted to the employers because some are even willingly fighting for rights that cannot even help them.
[bookmark: _Toc77864464]Analysis 
Once in such a situation, a person has left with no other option apart from evaluating and considering the two parties to know which one is wrong. But after going through the consultant report, one can feel for real that both of them have some mistakes, unlike the organization's insight that does not want to take any blame easily. So after I had evaluated the two reports and made up my made, I decided to analyze the data and reports that the two parties had provided to ensure that I am on the right track and am not cheated easily. After analyzing the reports clearly, I realized that employers are fighting for what they feel can make their lives easier and sweeter. I decided to support and join their side because I know that the organization argues that it does not consider anybody's feelings.
[bookmark: _Toc77864465]Conclusion 
Concluding is the last thing that I did after going through them. The solution is the one that now leads to a person choosing an action plan that they have to use in dealing with the issue when I decided that this Google workout issue should be dealt with using accommodation as the mode of conflict resolution where both parties will win something.
[bookmark: _Toc77864466]Action plan 
Completing this module will not be the end of learning for me in the various concepts I have introduced. I look forward to learning more and using the concepts I learn in solving even other complex problems compared to the one on Google. 
[bookmark: _Toc77864467]Conclusion
These portfolios that I came up with contain a lot of data based on the 'Me-Too’ movement that led to huge walkouts in the fight over racism and sexual harassment. I got a chance to cover details of how the movement began and what caused it. I then got a chance to cover Kotter’s change model in this portfolio. This is a model that the Google employers would have used to engineer the change that they required. Even though it might take time, it’s worth it. It’s really funny how Google did not heed most of the claims that their employers had aired to them that they required to be sorted out. I also covered what may make a person fail when instilling change in an organization or dealing with a conflict between two parties. Then Thomas- Kilmann had these ideas of also solving the conflict that arises in a place. These models are well-illustrated, for they gave clear insights on everything.
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