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The purpose of this report is to analyse and critically evaluate the major change implemented within O2. Through this report a background on the organisation history and its development will be presented before each stage of the change process that occurred at O2 when transitioning to remote working will be evaluated and critically discussed. Conclusions will be drawn based on the findings and recommendations for future improvement within the change process of the organisation will be drawn.
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[bookmark: _Toc97886732]Introduction
Various approaches to organisational transformation can be used to accomplish the goal of transformation. Moreover, changing a company's structure and regulations, as well as its strategy, technology, and procedures, may be considered a major overhaul of the organisation. Aside from environmental changes, companies like O2 may realise that as their employees get older, their reward preferences will shift. Besides, the use of flexible work schedules and remote working may become increasingly common as more people choose to remain in the workforce after retirement (Cameron and Green, 2015). The decision to work from home by individuals who are dissatisfied with their current workplace may have a significant impact on the structure and position of the O2 company as a result. Because of this, businesses must develop strategies for incorporating remote working into organisations where employees are accustomed to performing physical tasks (Burnes, 2014). The purpose of this essay is to examine O2's recent organisational change, which is intended to facilitate the introduction of remote working.
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Telefónica UK Ltd. trades as O2 UK in the United Kingdom (UK), where it is known by the brand name O2. O2 UK, which has its headquarters in Slough, is the company that uses the brand name O2. O2 is a joint venture between Telefónica and Liberty Global that operates under the name Virgin Media O2. As of September 2021, O2 had 31.8 million active customers (Grainger, 2019). Cellnet was established on January 7, 1985, as a joint venture between BT Group and Securicor with a 60/40 ownership split. Furthermore, Cellnet and Vodafone were the first two mobile phone networks in the UK, and they still are. Cellnet was acquired by BT in 1999, and the company was renamed BT Cellnet as a result of the acquisition. In June 2000, BT Cellnet became the first company to offer a commercial GPRS service (Grainger et al., 2019). It was a part of BT Wireless' mobile telecommunications activities in Germany. The BT Group established mmO2 plc as a new holding company in 2002 in order to launch the new "O2" brand for its various businesses. In 2005, O2 plc took over the operations of mmO2 plc. O2 plc was acquired by Telefónica in 2006 for a total of £18 billion, making Telefónica the world's largest telecoms company (O2 Business, 2021). Because of the acquisition, Telefónica promised to keep the "O2" brand and the company's headquarters in the UK, which they did. Telefónica O2 Europe was formed in 2007 to serve as the holding company for Telefónica's UK operations, and Telefónica Europe plc was renamed Telefónica Europe plc the following year (O2 Business, 2021). Besides, Telefónica and Liberty Global merged Virgin Media and Telefónica in May 2020, bringing the two companies together. Virgin Media O2 was established on June 1, 2021, when O2 and Virgin Media officially merged to form Virgin Media O2, a joint venture between Telefonica and Liberty Global. As such, Virgin Media O2 is a joint venture between Telefonica and Liberty Global. Until recently, the organisation relied on physical presence at the workplace, in which employees were required to be physically present at their places of employment. In order to avoid issues such as logistical difficulties and inefficiencies in O2's physical working environment, remote working is required (O2 Business, 2021). Work has become an integral part of most people's lives, whether they are on the road, in an office, at home, or somewhere in the middle of the road and back. Everyone, regardless of their position within an organisation, must be able to cooperate and be productive as part of the organisation's transformation. Furthermore, everyone at O2 understands that their company must become more adaptable in order to survive. Therefore, the company intends to provide a variety of flexible business solutions to assist organisations in meeting their needs by utilising remote working techniques and technologies.
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O2's Head of Solutions, David Cornwell, believes that workplaces can be made more flexible by allowing for more remote and hybrid working opportunities. This is something we learned from David Cornwell through the Blue Door Podcast episode 5 interview, in which he discusses how to create a digital workplace environment for employees (O2 Business, 2021). Tommi Uitto, Nokia's President of Mobile Networks, joins on this episode of the series on the future of work to talk about the possibilities of Industry 4.0 and 5G private networks. This episode is part of our series on the future of work. Employers with disabilities may benefit from work and flexible working in general, as well as O2's specific requirements. Aligned to the latter, work is critical to the company's success, and employees with disabilities may benefit from it. 
Many O2 employees will not return to work in the same manner as they did prior to the Covid Pandemic (O2 Business, 2021). So, how will the new O2 business model affect the company's operations in the future? In order to answer this question, several studies, including one by O2, have found that businesses of all sizes anticipate a third of their employees working from home at least three days per week in the future (O2 Business, 2021). Therefore, in order to make remote and flexible working a success, it is only logical that the emphasis this year has been on utilising cutting-edge technology and altering workplace culture. While acknowledging these challenges, management must also deal with the serious issue of what to do with all of the vacant office space in the company. As a result, everyone at the company will be able to work from home, and the company will no longer require any physical office space to function (Carnall and Todnem, 2014). Furthermore, with a focus on remote work, the future workforce will be a mix of on-site and off-site workers. 
A core of employees who prefers to work in an office setting will likely support remote work in the future. Moreover, the company's offices will have to be renovated in order to accommodate a hybrid workforce. This implies that the profile of the space should be altered to better accommodate the needs of the hybrid workplace (O2 Business, 2021b). However, the most effective way to accomplish this is to provide a variety of collaborative spaces, such as areas where people can stand and meet and areas with plenty of whiteboards for inspiration and creation, among other things (or whiteboard-painted walls). With today's cutting-edge technology, businesses of all sizes can engage and work from any location, regardless of their physical location (O2 Business, 2021b). One of the most encouraging outcomes of the year has been the way technology has held up and proven to be ideal for the development of a digital office environment. If flexible and remote working has been proven to be beneficial, the company's future hybrid workforce will be required to be equipped with this technology in order to be successful (O2 Business, 2021b). Moreover, it is necessary to use advanced video streaming and other technology to ensure that everyone's experience of a team meeting is consistent, regardless of whether they attend in person or log in remotely.
	SWOT ANALYSIS

	Strengths 
	Weaknesses 

	Trusted and strong global brand identity
	Service disruptions due to employee issues

	UK’s market leader with a huge fleet size
	Infrastructure systems issues that led to employee disruptions

	O2 became a hub that gave a competitive edge to the electronics production
	

	Better integration of IT with the offered services
	

	OPPORTUNITIES
	THREATS 

	Venturing into global market and operations
	Intense and stiff competition from the other electronic companies in the UK 

	Planning for the business initiative to enhance and improve customer efficiency and experience
	Competition from the highest speed rail services 


Table 1 SWOT Analyses



	PESTLE ANALYSIS

	Political
	Economical

	Frequent strikes from the employees within the UK have an effect on the brand image of O2 company
	Remote working will result in the shift in international electronic supply offices thus resulting in a cost increase

	Social 
	Technological 

	Increasing the perception of the O2 company as a low-cost carrier 
	Investments in the warehouse and technological management system will result in the improvement of customer experience and cause cost reduction

	Legal
	Environmental

	Settlement payments made to employees regarding lawsuits
	Mandate on O2 electronic purchasing chips pollution permits for operating in the European Market


Table 2 PESTLE Analyses
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The ability to manage change in a workplace characterised by top-down, hierarchical, such as O2, is the new requirement for leadership success (Hayes, 2014). A leader will also need the ability to connect the dots of opportunity with ease, which will require patience, poise, and time to think (Kotter, 2009). Leadership is having a difficult time keeping up with the fast-paced nature of today's business; if they fail to stay on top of the game, their organisation will suffer significantly (Mullins, 2013). The high demand for leaders who are eager and capable of taking on change management has resulted in high demand for O2 leaders. It is vital to note that good leadership is tied to change management. In today's world, "change management" refers to a broad range of activities that go far beyond simply streamlining operations to save money. All that we do and how we get things done in the workplace is becoming increasingly intertwined, and it is an essential leadership requirement that affects everyone, regardless of position or hierarchical position (Senior and Swailes, 2010). At the end of the day, every leader must act as a catalyst for change. It is necessary for O2 leaders to be visionaries who are not afraid to speak up and challenge the status quo, as well as those who are not afraid to introduce new concepts and ideas (Folz, 2016). In addition, leaders must be disruptively productive for these and other reasons; otherwise, they run the risk of becoming complacent and losing their ability to think like a leader. In leadership, individuals should be challenged to think differently and share their opinions without fear of being criticised in order to maintain the integrity of the O2 transformation process. It is necessary to provide training/development leadership to encourage people to think outside the box and be more innovative. As a result of improved personalisation of product and service offerings to an ever-growing customer base that is becoming increasingly involved in the creation, distribution, and promotion of content in the coming years, O2 executives will be able to capitalise on the enormous potential in the coming years (Hughes, 2021). The company must also continue to develop the fixed broadband industry, as well as digital services and cooperative ventures while maintaining our focus on voice traffic and access to the Internet.
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Based on O2's hybrid working style, the company has been able to hire more employees, but it has also required the organisation to change its workplace culture (O2 Business, 2021). The following are some examples of considerations for O2 change management and implementation:
· It is important to recognise that if its employees live a long distance away from the office, they should not expect them to come in on a regular basis.
· Meetings should be evaluated based on their content rather than the number of people who attend the meeting.
· In today's flexible and hybrid workplaces, personal encounters (also known as "water cooler moments") may be difficult to replace because of the nature of the work.
· Being cognizant of the fact that everyone is unique and that a productivity paradigm that works for one person may not work for another. 
· Recognising that working from home or on a flexible schedule can be isolating. The company must take into consideration the health and well-being of employees.


Placing downtime, vacation, and time off in a new light is important for O2 company. Employees that work from home may find it difficult to distinguish between their professional and personal lives. In this perspective, it is vital to ask the question, how well-versed are O2 employees in the art of turning off their computers? In order to answer this question whether O2 employees will align their professional duties to their home chores. It has been a long time since the company's culture has been geared toward making flexible and remote working a reality for its employees. Although the business must distinguish between flexible and hybrid work, it must also acknowledge that transitioning to the future hybrid work approach model will necessitate a significant amount of change. 
According to Stahl (2021), walking to work daily may soon be a thing of the past. Because of technological advancements, it is now possible to work from virtually any location. The latter can assist with the transition process within the company. The company's culture has also placed a strong emphasis on change adaptation and assisting stakeholders in adhering to the most important modifications. A critical component of the remote working implementation process is assisting stakeholders in becoming more self-sufficient, productive, and efficient. For both businesses and employees, the benefits of having a flexible workplace are becoming increasingly apparent, and barriers to change are being dismantled.
 


[bookmark: _Toc97886738]Role of Change Agents

 	When change agents provide more radical alternatives, members of the community are frequently hesitant to embrace their recommendations (Mullis, 2013). Because of this, a diverse range of modification options can be considered. Initially, all the company's stakeholders had to adjust to a series of changes that drove them to adapt to change and assist in the transition (Lüscher and Lewis, 2008). Rental payments and other logistical components of the physical work environment might be paid using savings that would otherwise be used to earn additional money and compensation. If this is a motivator for employees, they may adopt the change faster as a result. The use of remote working may lessen the chance of low attendance and tardiness on the job as a result of traffic and other logistical challenges (Ven and Sun, 2011). As a result, the latter serves as the primary driving factor behind the transformation. Rather than focusing on groups, this type of change agent focuses on individuals. 
According to Ancillo, Nez, and Gavrila (2019), the change agent may be concerned with issues such as employee morale, motivation, and absenteeism, as well as turnover and quality of the work environment. Job enrichment, goal planning, and behavioural modification are some of the ways that have been used. According to this technique, if enough people within an organisation change their behaviour, the entire organisation will change as a result of that change (Hicks, 2021). As a manager, you have the ability and responsibility to play the position of someone who aids others in changing to new technologies. These change agents are particularly concerned with internal processes such as intergroup relations, communication, and decision-making, among other things. When the culture of an organisation has been extensively researched, an intervention strategy is known as a "cultural transformation approach" is employed. Sensitivity training, team building, and survey feedback all played a role in the development of this technique. As a result of O2's emphasis on teamwork, it may be possible to use this attribute as a catalyst for change (O2 business, 2021a). Contrary to the possibility of change facilitators, resisting forces such as low and poor technology adaptation among some employees may constitute a likely source of resistance to change, resulting in the slow implementation of the change policy.
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For a long time, the 7-S framework or model developed by McKinsey and Company has been considered one of the most reliable frameworks for evaluating the effectiveness of change management (Haiilo, 2020). When implementing transformation, companies should keep in mind the seven essential categories of the McKinsey 7 model. In the context of a larger change management strategy, a change management strategy is a step-by-step technique or long-term plan that should be included as part of the overall strategy. Using this change model, the organisation was able to plan for methods to improve remote working conditions and experiences over 10 years (Saetren and Laumann, 2017). In addition to structure, which refers to how the organisation is organised or what structure it follows, another component of the model is the process. The recommended structure of the change model allowed for reorganisation of the workforce to take place. McKinsey's 7-stage model also includes a stage dedicated to systems, which are critical to the successful completion of O2's day-to-day operations and tasks (Mulholland, 2021). Workers' competencies and other abilities, which must be adjusted in accordance with the worker's capabilities while working from home, are referred to as talents by O2. Unlike other models, McKinsey's 7 considers all the major factors that could be impacted by a change in a comprehensive manner (O2 Business, 2020). Many different models can be used to describe a process or workflow, but the McKinsey model simply reminds us to consider every aspect of the company's operations before implementing a change strategy.
The driving forces behind remote and virtual teams are surrounding O2's geographic and organisational dispersion, which allows them to access a greater range of cross-functional capabilities as well as a wider range of time zone options (Kelly, 2021; Ven and Sun, 2011). The ability to meet the expectations of their customers in today's hypercompetitive global environment is a key advantage for businesses. In order to enable the potential of virtual work, O2 should invest in cutting-edge communication and collaboration technology that is both innovative and cost-effective, in order to boost performance within these teams (Nydegger and Nydegger, 2010). While face-to-face teams face many of the same challenges as remote and virtual teams, there are also additional considerations to take into account, such as increased complexity, reduced inclusion, language barriers and culture, as well as working styles, according to McKinsey's 7 models of teamwork and collaboration (Ford et al., 2017). There is an abundance of information available on how to manage in-person teams effectively, but little research has been done on what works and what doesn't when it comes to managing teams that work remotely or online (Soomar, 2021). As a result, the McKinsey 7 model is critical to the successful implementation of remote functioning at O2 UK.
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Conclusion and Recommendations

In conclusion, to ensure the long-term viability of a company like O2, effective change management is essential. The adaptive culture of the O2 company may have an impact on the company's ability to successfully implement remote working. The decision to allow workers to work from home is crucial when applying the McKinsey 7 model, and it is critical to assess the consequences of this decision. According to change management principles, people should be given the authority to take the actions necessary to realise the initiative's objectives in the future. Anticipating barriers and taking efforts to prevent, remove, or limit their impact is the most successful technique for avoiding, removing, or minimising their impact. It is crucial to communicate the organisation's goal throughout the implementation process in order to remind team members of the reasons why change is necessary. The responsibility for ensuring that the organisation does not return to its previous condition or status quo once a change effort has been completed rests with the organisation's managers. When it comes to organisational reform, this is crucial. The lack of a solid plan in place can generate or strengthen the resisting forces to change, employees may revert to their previous ways of doing things, which may be especially problematic when transitioning from one job to another. The ability to go backwards becomes more difficult if advances have become established in the company's culture and practices. To ensure that change is sustained, new organisational structures, legislation, and incentive systems should all be considered as options.
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