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Understanding the Management of Change
On the Job Training - combined
Activity one
CIPD (ND) details six areas of understanding for Change Standards core knowledge at Associate Level on the new profession map. 
I understood the principles of a SWOT and PESTLE analysis before studying the module for my CIPD studies, although I had not completed these analysis tools in the workplace. Further to my studies, I feel confident utilising a SWOT and PESTLE analysis when planning change to identify key factors and considerations. In order to maintain my knowledge and understanding, I have agreed with my manager to use SWOT and PESTLE whenever possible. 
Further to a recent technology change project which I took a key role in, I feel I understand how to plan and deliver a project, considering goals and milestones, and identifying required resources, risks, and cost implications. I used a change plan template which I would use in future, as this helped prepare for the change and avoid missing key steps, plus keeping the project on time and organised.
I would like to expand my knowledge on change management approaches having focused on Lewin’s and Kotter’s models during my studies. Whilst I feel comfortable with these approaches understanding the advantages and disadvantages, it is beneficial to continually expand my knowledge as I may find an approach better suited to my organisation’s approach to change and general preference. 
I do not have experience conducting skill gap audits therefore, my manager agreed to support me to develop skills in this area, sharing her knowledge and allowing me to shadow her at the next opportunity. 
I feel I have a good ability to explain why change is happening and using models to help managers and individuals to understand the change experience, such as the Kubler-Ross model. I am empathetic with active listening skills whilst ensuring I am always fully knowledgeable on projects I am involved with therefore, I think this lends itself well to this area. 
Activity two
I have based the SWOT analysis on moving to agile working at home, considering how Covid-19 will affect it. Due to Covid-19, the majority of the workforce has moved to working from home; whilst it is not confirmed, due to the success of working from home, it is likely we will move to agile practices as a permanent measure with only occasional office visits. Ateb would not be the only organisation considering this; Harper (2020) cites that Facebook, Twitter and other Silicon Valley firms are considering permanent homeworking following the changes in response to the Covid-19 crisis.  
I discussed the SWOT analysis with my manager who agreed with many of the points. For HR implications we discussed the difficulty of consulting with employees if agile working becomes the norm; consulting in this environment will be difficult however, technology such as MS Teams could be used. HR would need to update all contracts with changes to location requirements. 
We discussed concerns about employees becoming disengaged or well-being deteriorating as there will be fewer social interactions. We discussed that should this become permanent, well-being initiatives would be developed which could be easily accessed remotely for all employees. 
I discussed that although we are in a trusting environment, managers may find it difficult to measure outcomes, performance and productivity when employees are working remotely. We discussed the Achieve Framework (appraisal) and how this could be adjusted to suit the new environment, alongside providing training, advice and support to managers on performance management. 
Working from home has increased the use of technology such as using MS Teams and Zoom, cloud-based systems and new phones for example. Many staff have adapted to this however, if continuing permanently, technology use will change or increase to streamline services therefore, HR would source and provide training. 
My manager agreed that offering flexible and agile working permanently would attract and retain talent as the need for flexibility has increased externally and internally. Furthermore, agreeing it would widen the talent pool when recruiting; we occasionally experience difficulty filling specialist roles due to limited expertise locally and applicants not wanting to relocate to Pembrokeshire from a city therefore, being able to work remotely from home should increase applicants further afield. 
	[bookmark: _Hlk42026195]Strengths 
· Reduce risk of infection transfer.
· Continue providing services to customers in an agile environment therefore, avoiding furloughing staff and reducing services.
· Attract and retain talent who prefer flexible/agile working. 
· Widens the talent pool when recruiting as applicants can come from a wider geographical area.
· Increases employer brand as an USP.
· Increased productivity due to less distractions and no commuting time.
· Increased motivation as employees are able to work more flexibly to suit their needs, as well of that of the business. 
· If the office was to close or a smaller office purchased/leased, it would save on costs of running a large office. 
· Helps the environment due to less travelling.
· The technology is already in place and successfully working.
· Increased work-life balance. 
· Reflects Ateb’s DNA of a trusting and empowering environment to meet objectives. 

	Weaknesses
· Reduced social interaction which could damage working relationships. 
· Reduced morale and productivity for staff who rely on social interaction. 
· Increase the likelihood of presenteeism. 
· Difficult for staff to adapt who have poor ICT skills. 
· Resistance and disengagement from staff who do not want to work remotely for long periods. 
· Potential for less communications as there is reduced face-to-face contact.
· Increase difficulty engaging with customers who do not utilise technology and prefer office-based visits. 
· Poor Wi-fi at home will increase difficulty to work and reduced productivity. 


	Opportunities
· To promote employer brand for potential applicants as a flexible and agile organisation. 
· Being an excellent RSL during the Covid-19 crisis by offering full services due to working from home technology.
· Support expansion into wider geographical areas as talent pool is wider and financial savings.

	Threats
· Loss of customers or employees who do not like an agile environment and prefer face-to-face interaction which other competitors could offer.
· Cost to enhance technology when required to continue services in an agile environment. 





Activity three
I completed a communications strategy for the change, using the guidance in the Acas change management guide (Acas, 2014), I discussed the strategy with my manager. My manager noted that more external research would benefit the communications strategy, as external findings could be communicated to the Group supporting the change proposed. 
We discussed that although working from home has been positive and generally accepted at the moment, this may not represent future opinions when the environment returns to normal after Covid-19; when the option is available, employees may prefer to return to work despite their current preference where the option to office-work is not available. Therefore, to prepare for communications, I suggested it would be beneficial to identify and celebrate our current successes such as increased productivity and work-life balance. 
My manager noted that place of work is a flexibility clause however, we would provide consultation ensuring employees are aware of why and when the change is happening, any impacts or risks and to discuss concerns. Ateb promotes a culture of trust therefore, being open and welcoming two-way communication will strengthen working relationships and potentially see more buy-in to the change. 
We agreed with the key messages and channels described in my strategy especially taking a focus on success and wellbeing. 
We discussed measurement and review noting that it was important to also review the service area reports to identify how successful long-term it is for the business overall, as opposed to an employee focus only. My manager suggested considering timescales for measurement and review such as, monthly, three monthly etc. 
	[bookmark: _Hlk42025059]Company profile
	Ateb Group is a registered social landlord based in Pembrokeshire. The Group employs approximately 130 employees, consisting of the parent company, two active subsidiaries and one dormant subsidiary. 

	Issue
	The Group are planning consultation to permanently move to agile working with only occasional office working. This will signal a change for all office-based staff whereby, the majority are office-based for their entire working week. 

	Research
	Working from home (WFH) in response to the Covid-19 crisis has been successful and many services are operating as full capacity. A recent survey was positive with many employees stating they enjoy WFH and would like to WFH more in the future when the environment returns to some form of normality. Wellbeing has been raised with a number of employees feeling their wellbeing as decreased since WFH therefore, this would be a priority if permanent WFH is pursued. 

	Communication objectives
	The entire group would require communications and consultation including support from all levels of management.

	Key messages
	· The success WFH in response to the Covid-19 crisis plus, the results of the recent survey. 
· Training and support will be provided to support ICT abilities.
· Equipment include desks, chairs etc will be available if needed.
· Wellbeing is a priority with investment for wellbeing initiatives/support. 

	Tactics/channels
	Announcement from the CE proposing changes prior to consultation engagement from HR. 
Digital platforms such as Yammer and email will be used, and paper-based communications for those who do not have access to technology such as cleaners. 
Regular communications throughout the process including Yammer updates and ad-hoc meetings for discussions.
Team meetings to discuss change, support staff and encourage change. 

	Risks
	Resistance from employees however, survey would suggest the change would be met with positivity. 
Implement remote wellbeing initiatives immediately such as socials and events to support wellbeing and continue with the culture from the office environment. 

	Measurement
	Current survey has captured feedback already however, further surveys will be completed to identify changes in perceptions.
Managers to obtain regular feedback during team meetings and one-to-ones. 
CE committed to joining team meetings to discuss change and gather feedback and concerns. 
Monitoring service area data to identify changes such as turnover, rent arrears, development success etc. 

	Review
	Head office will be maintained for the time being during the review period to allow for employees to return if the change is unsuccessful. Therefore, regular reviews will be undertaken through surveys, feedback and organisational data obtained through service area reports. 
During the early stages of review, actions will be implemented to continually improve services if required. 
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