Change – On the Jobs
Change conversation
When looking at the CIPD profession map relating to the change, I benchmarked myself as chartered member level when referring to the data and evidence I use to implement changes. I always look at the financial aspects for the company and for its people and how it will influence the overall good. I make sure to liaise with the finance manager to ensure the best deal for the company.
I would say I am associate level when considering different change management approaches. I always consider the impact on team mates. When implementing plans for the impeding effects of covid, I was proactive and consistent across the board, making saves which affected all of us, but by us all taking a hit with our pay, it meant it was a small hit for all, based on percentage, rather than a monetary figure which meant lower paid employees would be harder hit than their colleagues in management. Sometimes I can be too much in favour of the employee other the company objectives.
Continuous improvement I feel I am foundation level. I do not delve into enough detail with this and do not challenge others enough in their work. Targets are not set individually and there is not ‘push’ for continuous improvement. This area needs development and more time spent on achieving this with others.
I am chartered member level when engaging and communicating the ‘why’ to members of staff. I love being able to put it into context which they understand or using different language with different groups. You need to make it relevant to the individual so they understand, and I love being able to explain it in a way they get and are still motivated and can see clearly why something is happening. I am good at listening and engaging with all stakeholders across different levels.
Assessing the best ways to change I am chartered member level finding ways to achieve and sustain change throughout the organisation.
I am good at planning and delivering events along with organising individuals. I have excellent time management skills and organisational skills, meaning I am thorough in my approach and clear with my communication.
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2. Impeding change on our organisation:
We have ordered new lorries over the past few months and have been told there is a 2 year waiting list.
SWOT:
Strengths-
· We have 1 lorry which complies with ULEZ currently- so this lorry will have to do London Centre, Bath and all other areas changing to ULEZ.
Weaknesses-
· We will only have one vehicle that can go into ULEZ. 
· We have an aging fleet of lorries.
· We will incur fines if send in lorries which don’t comply with ULEZ.
Opportunities:
· Be able to save money on not having to pay for new lorries for 2 years
· Get the most out of our current fleet.
Threats:
· Increased costs due to increased milage from having to drive around ULEZ to get to customers.
· Increased driving times due to having to find alternative routes.
· Increased maintenance bills due to running older vehicles.
· Chance of breakdowns due to age of fleet.
· Impact to customers due to breakdowns.

Need to explain clearly why the new lorries are going to take so long to arrive and give them the date they are expected to be in operation.
The HR implications of this change are increased driving hours due to finding routes around the ULEZ. This will mean driver will be out for longer and drops will take longer, which means they may become demotivated. 
Customer complaints will increase as waiting times increase along with possible breakdowns. We need to ensure employees are dealing with complaints correctly and it is not having an impact on them personally. Need to ensure customer abuse is not tolerated.
Breakdowns of vehicles- we need to ensure we aid recovery as quickly as possible and look after our HGV drivers. Ensuring their safety and minimal disruption. Need to make sure they have suitable stays, and their vehicles are fit for them to stay in/ sleep in/ live in. Need to upgrade mattresses etc and ensure servicing and maintenance is up to date for their health and safety and well-being.
The HGV drivers will become demotivated by the age of their vehicle. We need to ensure they stay positive, and we explain why they are still driving an old vehicle. 
The HGV driver of the one lorry which does comply to ULEZ may feel like they are getting more of the work or are having to travel the furthest distances (due to London ULEZ). This will be the case and we may need review the workload or changing the driver of that lorry weekly to ensure all HGV drivers get an equal amount of work and it is not just on one person. This may cause more issues due to drivers taking ownership of their cabs, having to move personal items constantly and sleeping on other people’s mattresses etc. Definitely need to hold a team briefing to discuss this and get the teams thoughts.
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‘Stakeholder Name Stakeholder Grouping
Transport High High Key players

Directors High High Key players

Sales and marketing Low High Keep informed

Finance Low High Keep informed

HGV employees Low High Key players

Office employees Low Low Keep satisfied





