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 Introduction 
The following report provides an interview analysis to understand the major issues that need to be addressed while deciding to use internal or external consultants in an organisation. For understanding such objectives, certain questions have been developed for a better understanding of the subject matter. Further, a stakeholder model has been used for the critical identification of the stakeholders that internal and external consultants would operate with to succeed in the business. Additionally, a critical evaluation has been done to understand the various ways that politics and power would allow the internal and external change agents consultants to reach success. 
[bookmark: _Toc137046409] Interview analysis 
Babar Hussain has addressed that the mutual conversation is always very attractive and significant to learn new things and that has generated positive outcomes on the learning. He has also noted that it is very interesting to participate in interviews, which help to move tactfully and help to justify the effective outcome regarding a topic. It has also been suggested that conversation with anybody has expanded the cultural connection between the participants and interviewer and helped to maximise the illustrative thoughts for gaining effective learning opportunities. Babar Hussain has also noted that confidence has built up from the conversation, which has helped to initiate future learning opportunities for all. 
My colleague has suggested that leading and implementing change has massively generated positive organisational culture in modern companies. It has been also noted that leading and implementing change could bolster the significance of organisational value and stimulate the strategic execution of services. Furthermore, Babar has identified that leading and implementing change could influence productivity and improve communication between organisational departments, which would inspire the management and executive body for making standard decisions. My colleague has suggested that decision-making is a part of organisational success and that through change, organisations can live long. 
Babar Husain has mentioned that strategic change could improve employee morale and improve the work environment effectively. Simultaneously, my colleague has also noted that positive work culture has influenced the innovation pattern and helped to meet the competitive advantage. It has been also identified that leading change has helped to make engagements with the large stakeholders and expanded the rate of execution for future success. Babar Hussain has mentioned that change has influenced to make the strategic position that would create an attractive type of atmosphere, which would stimulate the growth rate and execution of operations in modern times.
Babar Husain has agreed with the past outcomes and mentioned that organisational change always tends to stimulate organisational success such as Post Office Limited. Besides, it has been noted that organisational change has delivered a positive mindset towards employee productivity and built their morale for managing the operations. With the aid of integrity, an organisation could bolster its productive views and justify its significance in implementing change. My colleague has also mentioned the value of organisational success, which depends on innovation and organisational tactics. The organisational change could provide a positive ramification and expand the business performance dynamically.  
Babar Hussain has mentioned that change always depends on organisational quality and communication with the employees. If an organisation such as Post Office Ltd has decided to implement change hence, they need to be aware of the employees and give proper training, which would enhance the capability of the organisation and improve the success rate. He also believed that organisational change could dominate the business expansion and attract new customers including clients, which would maximise the financial level of the organisation. It has been addressed that leading and implementing change has positively affected the organisational success and pointed out the most critical parts for gaining effective output. 
My colleague has identified that organisational change has played a significant role in shaping employee power and their overall performance. Besides, digitalisation has increased the flow of work and massively generated strategic output for the organisation. It has been also suggested that change has tremendously equipped with the strategic formulation of planning, which has simultaneously prepared the execution level and appreciation. Organisational change always considers a positive system for the imminent activities and through proper planning and scheduling, the qualities of the organisation can be maximised. Babar Hussain has dynamically provided the significance of the organisational change, which has altered the flow of work and productive capacity of Post Office Limited.  
My colleague has agreed with the term and believed that is it effective to implement change by the consideration of internal and external consultants. It has been suggested that by alarming all the internal and external units, consultants have discussed the productive change and inspired the stakeholders to accept that change positively. Positive change always brings possibility for the organisations and somehow, improved the capacity of the organisations. The clear combination of factors has strategically influenced to make the connection between the internal and external stakeholders along with their intention to focus on performance. 
My colleague has considered the value of implementing change for making the business units more productive and innovative. Leadership role has also increased due to the innovation strategies, and it has built the possibilities of making the operations more appropriate. My colleague has addressed the role of internal and external consultants and identified their execution capacities for generating profitable output. The communication and critical understanding between the internal and external consultants have dynamically improved the capacity and generated a positive view regarding leading and implementing change in organisations. This has placed a positive figure regarding the solution of the strategies and ensured a valid resource to justify the systems. Hence, with the aid of internal and external consultants’ approach, companies could generate more productivity and ensure a valid outcome for executing change for the better. 
From the interview process, it has been observed that internal stakeholders could have directly influenced the organisational change process for potential organisational success. My colleague stated that external stakeholders have no direct role in the organisational change process and operational management; however, they might be interested in the operational transformation of the company, which would motivate them regarding long-term engagement with the organisation as well. Additionally, he stated that external stakeholders are mainly interested in the company's success and thereby focusing on the economy, technological advancement, political, social, competitive, resource and customer management respectively. In this way, the change management process would be helpful for influencing these factors, which will attract external stakeholders.
Consequently, according to Babar Hussein, internal stakeholders including the employees, board of management and executives are directly involved in the change management process within the organisational culture. He has further provided the example of Post Office Limited where the internal governing body and management team of the organisation plays a vital role in the change management process. In this way, the company achieved a highly competitive advantage in the target market respectively.
In this aspect, my colleague stated that internal stakeholders are directly involved with the change management process of the company and thereby modifying the operational framework for further betterment. Additionally, the external stakeholders are mainly focused on the outcome of the company in terms of organisational success through revenue and customer engagement. Henceforth, there is a significant relationship needs to be built between the internal and external stakeholders with the change consultants. As per my colleague, the change consultants would analyse the business situation initially, based on which proper change procurement and strategies would be implemented.
The change strategy could positively or negatively influence the operational process and would be selected by the consultant and. Thus, the internal stakeholders should focus on getting a clear understanding of the long-term implication of the change strategy formulated by the change consultant in the context of the organisational success. Based on this, the strategy could either be implemented or nullified. This would help in attracting external stakeholders to the business's success and thereby influencing them in investing in the business.
Considering this, Babar Husein has highlighted several challenges faced by the organisation due to the use of internal and external stakeholders. The external stakeholders could be a disadvantage for the company, as they mainly come from the outside and are not aware of the organisational operational process. Additionally, my colleague mainly opined about the issues regarding external consultants over internal ones. It has been identified from the interview that cultural differences among the external consultants could make them unable to understand the corporate culture of the company, which would make the overall change management process challenging.
Additionally, the internal consultant of the company could have focused on the preconceptions and thereby avoiding difficult issues, which would limit their knowledge regarding the change management process. Thus, the proper utility and success rate of the change strategy suggested by the internal consultant would be doubtful sometimes, which would make the situation critical in future. Furthermore, the external and internal consultants sometimes put an innovative idea for the business outcome and operational success, which would not be possible for the company to adopt due to a lack of resources and financial capabilities. In this way, my colleague stated that the lack of proper knowledge and understanding about the organisation could be considered a challenging factor for the consultants respectively.
[bookmark: _Toc137046417]3. Stakeholder analysis
[bookmark: _Toc137046418]3.1 Importance of stakeholders in company’s success 
The use of the stakeholder analysis makes it possible to see the employees' importance to the organization, which is what the entire matrix depicts in four sections. According to Reed (2022), these four sections are kept satisfied, key players, close management, and informed. The internal and external stakeholders' representation is said to be the most important component of the entire matrix that needs to be analysed. In such cases, the distinguishing proof of the partner is fundamental for portraying the jobs and the requirements of the partners inside the association. Xu et al. (2021) suggested that the expansion of stakeholders could represent future investment expansion and financial crisis mitigation. In addition, it refers to the proper management of the essential stakeholders so that the tasks can be replicated, and the deadlines must be met.
As opined by Stocker et al. (2020), classifications of the stakeholders provide genuine data and lists of agreement that could influence commonalities, interests, and motivations effectively. Bahadorestani, Naderpajouh and Sadiq, (2020) placed the next priority on comprehending the classification of stakeholders, referring to Post Office Limited's prioritisation of comprehending customers and employees. This alludes to the data and the moves initiated by the association to be required and informed to the clients and the representatives, as premised to them and this must be fulfilled. According to Torelli, Balluchi, and Furlotti (2020), these functions support the organization's entire engagement plan planning by informing, consulting, and collaborating. 
This makes it possible to count the stakeholder intensities and then provide emergency plans. The stakeholder analysis plans' efficiency is also improved as a result. The objectives and proper operations planning can be subjected with an understanding of the stakeholder's matrix. Zhuang et al. (2019) stated that the stakeholder has a significant impact on most decisions and frequently puts pressure on the organisation to manage the significant stakeholder first. As a result, determining the stakeholder's position can aid in the effective consideration of submitting actions and tasks to a time limit (Torelli, Balluchi and Furlotti, 2020).
Wood et al. (2021) suggested that the stakeholder matrix's quadrants have their own importance, with a frequency and type that works best. Stakeholder prioritisation is necessary because it is impossible to satisfy all the stakeholders' requirements simultaneously. Three levels of stakeholder engagement can be replicated once stakeholders are aware of their priorities. According to Torelli, Balluchi, and Furlotti (2020), these functions support the organisation's entire engagement plan planning by informing, consulting, and collaborating. This makes it possible to count the stakeholder intensities and then provide emergency plans. The stakeholder analysis plans' efficiency is also improved as a result.
[bookmark: _Toc137046419]3.2 Elaborate the stakeholder analysis through stakeholder theory or stakeholder matrix. 
Due to the use of the stakeholder analysis, the organisational importance of the employees can be seen and that is what the entire matrix depicts in four sections. Reed (2022) defined these four sections such as kept satisfied, key players, manage closely and keep informed. The essential part of the entire matrix to be analysed is stated to be the depiction of the internal and external stakeholders. In such cases, the identification of the stakeholder is essential for depicting the roles and the needs of the stakeholders within the organisation. Heo et al. (2020) suggested that the growth of the stakeholders could be depicting the investment growth and the mitigation of the financial crisis soon. It also refers to the proper management of the essential stakeholders so that it can be replicating the tasks and the requirement of duration in which it must be completed. 
Rambaree et al. (2021) sustained the entire need of identifying the stakeholder to be based on the depiction of the impact of the stakeholders by the organisational operations can be rectified and even tallied. These are subjected to immediate changes, and these can be impacted by the losses that the company might sustain in the run either partially or directly. Bellos et al. (2020) opined about the need for managing the stakeholder by taking care of the market research and capitalising on the opportunity or gap in the market so that the company sustains less damage. Initially, with the stakeholder affecting the growth rate of the company, the organisation also must segregate the stakeholder to manage the intensity and the importance of the role played by them. The internal stakeholder is employees, managers, suppliers, CEO, CFO, distribution or transportation departments whereas, the external stakeholders can be customers or consumer groups, government, shareholders and third-party dealers (Torelli, Balluchi and Furlotti, 2020).
Next, the categorisation of the stakeholders must be considered, which provides authentic information and the lists of accordance that influence the commonalities, interests, or motivation factors. Serravalle et al. (2019) subjected the understanding of the categorisation of the stakeholders to be the next priority and this refers to the understanding of the customers and the employees to be the priority of Post Office Limited. This refers to the information and the actions taken by the organisation to be levied and informed to the customers and the employees on as priority basis and must be kept satisfied. Farmaki (2019) signified that the growth of the CEO, Managers, and Suppliers are Key Players basis, which refers to the actions and the changes to be informed to them to maintain the decorum. Furthermore, the depiction of keeping informed is the section that refers to the suppliers, shareholders, and the distribution segment of the organisation. It simplifies the actions of the distributors and the suppliers to be monitored so that any change can be rapidly detected (Segal, Guthrie, and Dumay, 2021). 
According to Zhuang et al. (2019), the development of the third-party dealers and government falls under the minimal efforts section. It intensifies the actions that are taken by the dealers to be studied to rectify any hurdles that can counterfeit the smooth running of the organisation. Most of the stakeholders are segmented in these manners as it helps the organisation to be closely taking care of the needs and the time management of the tasks assigned by the stakeholders. Wood et al. (2021) opined that the quadrants of the stakeholder matrix fall under the importance of its own, which has its frequency and type that works best. Meeting the needs of the stakeholders altogether at the same time is not possible and hence the prioritisation of the stakeholders is required. With the understanding of the prioritisation of the stakeholders, three levels of stakeholder engagement can be replicated. Torelli, Balluchi and Furlotti (2020) depicted these to be informing, consulting and collaborating, which supports the entire planning of the engagement plans of the organisation. This provides the intensity of the stakeholders to be tallied and then the contingency plans to be provided. It also increases the efficiency level of the stakeholder analysis plans. 
With the proper streamlining of the stakeholders, the organisational efforts must be taken in part of forming the devised plans so that it can help in the proper organisational management of the operations. Furthermore, the matrix activity of the stakeholders of Post Office Limited has been depicted in the figure below. 
Keep satisfied
Employees 
Customers 
Key players
Suppliers 
CEO
Managers  
Minimal efforts
Third-party dealers 
Government 
Keep informed
Suppliers 
Shareholders 
Distribution 
Power
Level of Interests
High
Low

Figure 1: Stakeholder’s matrix for Post Office Limited
(Source: Self-created)
With the understanding of the stakeholder’s matrix, the objectives and the proper planning of the operations can be subjected. Franco-Trigo et al. (2020) opined about the importance of the stakeholder to influence many of the decisions taken and it often puts pressure on the organisation to manage the important stakeholder before any other subjects. Thus, knowing the place of the stakeholders can help in the effective consideration of subjecting the actions and the tasks within a time-limited course.
[bookmark: _Toc137046420]3.3 Justify the stakeholders’ role with the internal and external consultants for achieving successful organisational output.
	Stakeholders Group
	Interests
	Support level
	Impact
	Engagement strategy
	Frequency

	Keep satisfied
	Customers and employees
	Moderate
	High
	High-quality service delivery and positive workplace culture implementation
	Moderate

	Keep informed
	Suppliers, distribution, and shareholders
	Moderate
	Moderate to high
	Innovative business strategy and change implementation in operational practice
	Moderate

	Key players
	CEO, suppliers, and managers
	High
	High
	Attractive change management strategy with high business outcome
	High

	Minimal effort
	Government and third-party dealers
	Low
	Low
	Focusing on policy and external business regulations
	Low



Table 1: Stakeholders’ role with the internal and external consultants
As reported by Shet et al. (2021), organisational CEO, suppliers and managers play a vital role in implementing the change process within the operational framework. Additionally, it has been identified that change consultants need to acknowledge the change process as per the business situation and thereby requiring engaging the CEO and management board for active experimentation. Thus, change consultants in Post Office Limited should attract the key stakeholders through a change management strategy with high business outcomes, which would provide them with better support and influence them in bringing high business success. Furthermore, Cornell and Shapiro (2021) stated that suppliers, distributors, and shareholders are the external stakeholders of the business. In this way, they mainly focused on the ultimate development of operational success and product development, which would ensure high revenue for the company.
Considering this, Post Office Limited's change consultants should develop an effective change strategy by focusing on the external business situation and factors based on which suppliers, distributors and shareholders could be attracted to the business and thereby ensuring a better success rate in future as well. Besides, the change consultants are required to focus on innovative business strategy and change implementation in operational practice for engaging the external stakeholders as well (Nudurupati, Garengo and Bititci, 2021). In this way, the competitive advantage of the Post Office Limited could be improved as well.
Additionally, the management bodies and CEO of the company need to focus on the innovative change strategy provided by the change consultants, as the external consultants could analyse the business situation by focussing on several critical factors and aspects. In this way, high-quality service delivery and positive workplace culture implementation to the customers and employees of the company could be possible, which would engage them for a long-term period. Besides, with the help of a high satisfaction level among the customers and employees, the financial aspect and revenue could be improved by Post Office Limited, and thus, ensuring highly successful organisational output could be possible.
[image: ]
Figure 2: Revenue of Post Office Limited, UK
(Source: Carlier, 2023)
As per the opinion of Boucher (2021), the interrelationship between the internal and external change consultants with the internal and external stakeholders is required to improve, which helps to improve the business outcome of the company. It has been denoted that the revenue of the company was reduced in 2020 by 951 million British Pounds, which has been further improved by 957 million British pounds respectively (Carlier, 2023). Considering this it can be stated that the change adaptation of the company in terms of its operation during the pandemic scenario has helped to improve the competitive advantage and thus, with the help of change consultation, the outcome could be further improved as well.
As mentioned in the previous table, minimal effort would be provided to the government of the country and third-party dealers, as they do not have a direct relationship with the change adaptation. Thus, the internal and external change consultants need to engage the other three categories of stakeholders through the mentioned engagement strategies based on which successful business output could be possible.
[bookmark: _Toc137046421]4. Evaluate the ways that power and politics will support the internal and external consultants 
[bookmark: _Toc137046422]4.1 Identify the ways that will benefit the internal and external consultants.
[image: ]
Figure 3: Coalitional activities for change management
(Source: Informal Coalitions, 2018)
Errida and Lotfi (2021) have stated that in the modern business world, power and politics is playing a vital role in the failure or success of organisational change. In the context of change, politics and power emerge as a multidimensional and complex concept, which defines as a leader or individuals performing a power to make a certain decision turn out in their favour often by influencing the employees of the company and in turn, the change consultants (Stouten, Rousseau and De Cremer, 2018). Considering this, it can be understood that this form of power could lie in a dominant coalition consisting of individuals with informal opinions, formal power, or people with experience who can help guide, manage, and drive the required change within Post Office Limited (Informal Coalitions, 2018).
Ensures stability within organizations that help the consultants implement change easily and efficiently.

Prevents conflict by limiting the number of people who can take part in the decision-making process thereby making it easy for consultants to implement change


Figure 4: Ways power and politics benefits change consultants when implementing change.
(Source: Self-created)
Man, Zhang and Greve (2019) have pointed out that the power and politics of a dominant coalition within an organisation are beneficial when influencing the knowledge, vision, and preferences of the external and internal change consultants as well as other people within the organisation. This is intended to help the people increasingly accept the status quo and ensure political stability within Post Office Limited, as will it provide the people associated with them a sense of security, confidence, and optimism at times of disruptive organisational change (Tang and Tang, 2019). In turn, this will benefit the internal and external change consultants of the company to implement change easily and efficiently, as the people can adapt effectively as the situation unfolds.
In addition, Maes and Van Hootegem (2022) have highlighted that the power and politics performed by the dominant coalition in an organisation sometimes deter others from taking decisions, which means that certain people are kept away from the organisational decision-making process. This means that power can be used to prevent conflict or disruptions from arising within Post Office Limited, resulting in successful change implementation. Besides, Lewis (2019) has suggested that the power performed by a coalition could be particularly beneficial to the change consultants, as they enable organisations such as Post Office Limited to drive the change successfully without major disruptions. Thus, power is often at times not limited to ensuring organisational political stability but is also used to manage conflict as well.
[bookmark: _Toc137046423]4.2 Evaluate the significance of power and politics that will help internal and external consultants. 
According to Hilorme et al. (2019), communication within an organisation has a role in both politics and power. Power is the capability to have an effect, exert control over another person’s assets as well as their behaviour, and persuade them to take actions they would otherwise not. In this case, the power of the organisation to alter the effects in the industry, as well as introduce new techniques in the market, is considered. On the other hand, politics acknowledge conflicting organisational interests and works to resolve them. This can be further stated that politics includes any actions or conduct those results in the acquisition and exercise of power in institutional contexts (Thorpe and Wheaton, 2019).
Power to implement change through a better understanding of the potential issues.
Better connection with the employees, which mitigated disruption while implementing change.

Figure 5: The significance of power and politics that will help internal consultants. 
(Source: Self-created)
Internal consultants are employed by their company on a regular schedule; thus, their connection with the company is lasting and continuing (Burritt et al., 2019). Pérez, Scholten and Stegen (2019) have denoted that the power of an organisation is majorly held by the board members, stakeholders and other higher officials who have the authority to impose certain changes in an organisation. Furthermore, a powerful organisation with a strong political hold on its employees has a better scope to bring change and motivate the employees to adapt without any disarray (Betti and Sarens, 2021). In the case of internal consultants, they have a better understanding of the potential issues that may arise in the organisation, Post Office Ltd. before the issues become of great significance. Additionally, to mitigate such challenges the consultant may suggest certain measures such as a change in organisational functioning. Pérez, Scholten and Stegen (2019) have opined that such changes can be easily implemented as the internal consultant has a better connection with the employees and the stakeholders.
To provide results fast and efficiently with the help of the power-holding groups in the organisation 
Provide better perspective and experience which motivates the company to act accordingly. 

Figure 6: The significance of power and politics that will help external consultants.
(Source: Self-created) 
Kuna (2019) deduced that external consultants provide temporary services to the customer or organisations, working with them only long enough to accomplish their project or assignment before departing. As per the opinion of Averchenkova, Gannon and Curran (2019), external consultants in the change implementation process can target powerful groups and they can amplify the process of change, as they are motivated to complete the task. As external consultants have more perspective and experience in certain change implementation, which gives them a better scope of succeeding (Betti and Sarens, 2021). This would allow Post Office Ltd. to adapt to change at a faster pace as the power lies in the hands of the influential groups, which can also help the employees to adapt successfully and efficiently. Additionally, an external consultant could allow the organisation to be motivated to adapt to such change as the consultant from an external source is providing insights from an experienced background (Thorpe and Wheaton, 2019). 
[bookmark: _Toc137046424]4.3 Justify the power and politics including the ways that would successfully contribute towards the organisational change. 
According to Buchanan and Badham (2020), power and politics performed by a dominant coalition, or the leaders of an organisation are considered both desirable and inevitable, as it generally generates the dynamic and helps in driving organisational change and development. In this aspect, several managers, or leaders of major global companies such as Post Office Limited often find the implementation of change challenging due to the lack their political skills. As per the report published by Kansas State University (2017), the skills associated with politics and power include apparent sincerity, networking ability, interpersonal influence, and social astuteness, which can help leaders influence others to act in ways that could attain the organisational objectives. 
POLITICAL SKILLS
Apparent Sincerity
Networking Ability
Interpersonal Influence
Social Astuteness


Figure 7: Political skills that contribute to successful change implementation.
(Source: Self-created)
Considering the above discussion, the political skills of leaders and managers can, however, developed through formal training, development, and education to enable them to influence all individuals in the organisation to accept the change that they desire (Ejaz et al., 2023). Besides, Gallagher, Porter and Gallagher (2020) have highlighted that leaders might also develop political skills through personal experiences or by learning from mistakes. Thus, it can be deduced that Post Office Limited and other such major companies could successfully implement organisational change by developing the political skills of its leaders and managers.
According to Fragala et al. (2019), power is one of the key factors in an organisation, which directly influences the decision-making factors regarding change implementation in an organisation. Donoghue et al. (2020) have opined that an individual or group with authority may influence the employees and the stakeholders more readily and carry out their duties more successfully. Change can be implemented by the power-holding group by convincing the employees and the stakeholders in the company Post Office Ltd. Fragala et al. (2019) have deduced that the organisation needs to explain a vision that explains the motivation for the modification. Additionally, the way it will affect the workforce precisely, the outcome will be in the future. 
As per the opinion of Donoghue et al. (2020), the employees and the stakeholders must have an unobstructed line of insight that enables them to see how circumstances will alter as well as how the business will improve if the modification is successfully executed. Furthermore, Post Office Ltd. would present statistical data regarding the need for change, for instance, the decline in revenue. This would give leverage to the power-holding groups to convince the employees and the stakeholders to understand that change implementation is necessary for the betterment of eth organisation as well their own position in the organisation (Lewis, 2019).  
[bookmark: _Toc137046425]5. Conclusion
This individual report has helped in analysing the various factors associated with leading and implementing change based on Post Office Limited, which is a retail post office company in the UK. The report has derived data from the findings of an interview conducted for understanding the critical issues that must be considered when deciding on the internal or external consultants for the company. In this aspect, the use of internal consultants has been selected, as they have been found to have profound organisational knowledge. The report has also included the use of the Mendelow Stakeholder Analysis Model for critically identifying the stakeholders that the internal and external consultants of Post Office Limited will work with to ensure successful change implementation. Lastly, the concept, role, and relevance of organisational power and politics have been discussed along with the effect it has on the consultants.
[bookmark: _Toc137046426]6. Recommendations
Knowledge development to the internal consultant: The organisation such as Post Office Limited should focus on developing a wide source of knowledge among the internal consultant based on which an innovative change strategy focussing on the internal and external business factors could be possible.
Improvement of the corporate culture: The Post Office Limited must ensure its external consultants' capacity of knowledge by improving the awareness about corporate culture. The corporate execution and performances could be maximised through internal and external consultants' views and for that reason, corporate cultural relationship building is essential. Besides, cultural relationships would stimulate the process of communication and help to ensure the decision-making process. The true influence of the management and proper market analysis will support external consultants to provide effective and authentic guidance to the leading change in the organisation. 
Developing the performance through sound resources: Organisations always figure out the internal condition for acquiring knowledge through its existing resources and for that reason, Post Office Limited must consider its financial status and improve its financial ingredients, which would bolster its innovative strategies for better outcomes. This would also enhance their rate of change for gaining successful results and implementing change to gain a competitive advantage. Furthermore, financial stimulation may prosper the flow of work and strengthen stakeholder participation. Hence, it can be said that through sound resources and execution of financial ingredients, Post Office Limited would stimulate its existence and reach a positive ramification in the future. 
[bookmark: _Toc137046427]
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Interview Transcript
Me: Hello, can you please introduce yourself.
Babar: Hello, my name is Babar Hussein, 39 years old.
Me: What is you background?
Babar: I am originally from Pakistan also I have been living in UK for about 15 years now, also I am married, and I have a son. I am working as a self-employed as taxi driver. Also, I am a student at the University of Wales Trinity Saint David.
Me: As discussed earlier, can we start the interview process?
Babar: Yes, we can start.

Me: What is your feeling regarding the conversation?
Babar: Well, I believe that it is very interesting to participate in interviews, which help to move tactfully and help me to justify the effective outcome regarding a topic. I should suggest that conversation with anybody has expanded the cultural connection between the participants and interviewer and helped to maximise the illustrative thoughts for gaining effective learning opportunity. 
Me: What is your opinion regarding leading and implementing change?
Babar: I must mention that leading and implementing change has massively generated positive organisational culture in modern companies. Furthermore, I should include strategic change priorities, which could improve employee morale and improve the work environment effectively. I believe that change has influenced to make the strategic position that would create an attractive type of atmosphere, which would stimulate the growth rate and execution of the operation in the modern times.
Me: Do you believe that organisational change could influence organisational success?
Babar: Yes, I believe that organisational change always tends to stimulate organisational success such as Post Office Limited. I also believe that organisational change could dominate the business expansion and attract new customers including clients, which would maximise the financial level of the organisation. I must mention that change has tremendously equipped with the strategic formulation of planning, which has simultaneously prepared the execution level and appreciation as a whole”.  
Me: Is it effective to implement change using internal and external change consultants?
Babar: I agree with the term and believe that is it effective to implement change by the consideration of internal and external consultants. I must suggest that by alarming all the internal and external units, consultants have discussed the productive change and inspired the stakeholders to accept that change positively. I should say that the communication and critical understanding between the internal and external consultants dynamically improve the capacity and generate a positive view regarding the leading and implementing change in organisations.
Me: Do you think that internal and external stakeholders have some degree of influence over the organisational change process?
Babar: As per my knowledge, internal stakeholders could have directly influenced the organisational change process for potential organisational success. I should mention that external stakeholders have no direct role in the organisational change process and operational management, however, they might be interested in the operational transformation of the company, which would motivate them regarding long-term engagement with the organisation as well.
Me: What is your opinion regarding the interrelation between internal and external stakeholders and change consultants?
Babar: Well, as I mentioned earlier that external stakeholders are mainly focused on the ultimate business outcome, thus, change consultants should implement effective change strategies based on the organisational perspective. Then, internal stakeholders including employees, board members and executives could analyse the strategy and thereby implementing that.
Me: Which issues may face by the companies due to the use of internal and external consultants for change?
Babar: As per my knowledge, lack of understanding, cultural significance, and lack of proper knowledge about the company culture by the internal and external consultant could incorporate improper change strategies. In this way, operational efficiencies could be reduced and thereby the organisational competitiveness might be hampered.”
Me: Thank you so much for your cooperation and for making this interview effective.
Babar: You are welcome.
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