UNIVERSITY OF WALES, TRINITY SAINT DAVID
 (UWTSD)




Submitted: September 2018 
 
 



A Research Proposal submitted for
Dissertation





           Student:                     Adeoluwa Olusegun Adewale
           Student Number:      1714455
           Course:                      Masters of Business Administration          	                                     (MBA), General Management 




CHANGE MANAGEMENT: 
One of the HR TOOLS FOR ORGANISATIONAL RESTRUCTURING?
(Comparing Santander, Barclays and Lloyds Bank in the UK financial sector)



Table of Contents
1.0 Introduction / Background	4
2. General Statement of Problem	5
3.0 Objectives	6
4.0 Literature Review	6
4.1 Types of Change	7
4.1.1 Developmental Change	7
4.1.2 Transitional Change	8
4.1.3 Transformational Change	8
4.1.4 Selected model of Change and Justification	8
4.2 Resistance to Change	8
4.3 Forces of Change	9
4.4 Implementing Change	10
4.5 Organisational Restructuring	10
5.0 Methodology Hypothesis / Statements	10
6.0 Ethics and Data Presentation	11
7.0 Gantt Chart for the Dissertation	11
References	12


                                           
                                            Word Count: 2,753







[bookmark: _Toc523852849]1.0 Introduction / Background 
Change management has been researched on severally with regards to different context. Change management can be classified into three different levels: These are individual change management, organisational/initiate change management and enterprise change management capability (Bryman & Bell, 2011). However, this proposal discusses how change management, a Human Resource Management issue (HRM), affects the restructuring of an organisation (Buller & McEvoy, 2012). The proposal will use case studies from three financial institutions, namely Santander Bank, Lloyds Bank and Barclays Bank, to show how this process has been affecting their operations in the UK financial sector.  
Organisational change at these banks is the main focus of this proposal where issues arising from change management strategies can easily be identified and analysed. This research evaluates such organisational change in terms of policy, processes and systems of operation. Culture transitions, restructuring, mergers and acquisitions in addition to process change are indicators of organisational change management where the major issues are to gain acceptance and reduce resistance. The Human Resources (HR) department of every organisation runs the organisational change management because it is an executive management function. 
Changing the components that drive a company business operation is what organisational restructuring tends to achieve. This makes the effective implementation of set goals achievable (Root, 2017). Organisational restructuring is not about employees but the entire process that takes place in the organisation. The restructuring is focused rather on the business activities that happen in the organisation in relation to how is been managed effectively. However, lack of leadership and poor internal communication are some of reasons why companies restructure so as to remain competitive in the sector they belong to (Kowalski, 2017).
[bookmark: _Toc523852850]2. General Statement of Problem

The Human Resource department (sometimes professionals) of all organisations implement a change successfully by following the change management process as outlined by Lant (2017). Santander Bank and other banks have an HR department that implements new changes such as mergers and acquisition, downsizing, outsourcing and new technology usage. Readiness Assessments, Communication and Communication Planning, Spcoonsor Activities and Sponsor Roadmaps, Change Management Training for Managers, Training Development and Delivery, Resistance Management, Employee Feedback and Corrective Action, Recognizing Success and Reinforcing Change, After-Project Review are the nine elements that make a change management process successful (Ehrnrooth & Sumelius, 2014).
Change management in the financial services has been affected positively through digitalization as outlined by Piirainen (2016). Using digital technologies for the creation of new business models has been identified as digitalization so that new revenue can be created. This assists organisations in improving their business activities so that any change introduced internally or externally can be made realistic. Meanwhile, a research question is needed for effective planning to achieve its aims and objectives. This serves as a guide in addressing keys issues arising during the start of the research. The question will be clearly stated in line with the objectives which are: 
· What are the recently introduced change management activities in Santander, Lloyds and Barclays Bank business operations?
· How organisational restructuring has been impacted on with these contemporary changes?
· How have these banks been affected with organisational tools such as Business Process Reengineering (BPR), Downsizing, Outsourcing, Virtualization and Digitalization?
· What are the future restructuring ideas that these banks intend to plan and implement?

[bookmark: _Toc523852851]3.0 Objectives 
The research objectives are stated goals that need to be met for the purpose of conducting a research. These tend to be clear if the project/research has been successfully executed (Bryman & Bell, 2011). In the meantime, in as much as the research has to do with change management, how to boost productivity during business operations cannot be ignored due to reasons why change is needed. This helps in identify the main issues that can assist in the management of change so as to yield the expected result. Change management comes first before organisation restructuring can take place. Therefore, the research objectives are:
· To identify how change has been managed economically, technologically and socially at Santander, Lloyds Bank and Barclays Bank business operations.
· To analyse how change management leads to organisational restructuring through the identification of roles that have since changed before new ones are introduced. 
· To determine how organisational restructuring take place in different departments / level in the banking sector.
· To assess how the financial, technical and operational activities are affected by any changes introduced. 
· To critically evaluate why change management fails and whether certain approaches can be taken to minimise or eliminate such failures.
· To examine how resistance to change can be managed and how this is shown by a lowered level of resistance (from the three banks’ perspectives). 

[bookmark: _Toc523852852]4.0 Literature Review 
Moving from the current level to a better one is what change management should achieve. This assists in increasing the effectiveness of business operations within the organisation. Moreover, there are several benefits from such needed changes (Bussin, 2017). For example, avoiding stagnation in meeting planned strategies is required for a company to outperform its competitors. Also, penetrating into a new market requires some level of change because the culture and behaviour of that environment must be aligned with the policies and strategies of the company so as to meet its optimal productivity (high revenue). Coping with emerging changes in an organisation is what this change is all about. However, this could affect the organisation as a whole or some parts of its operations depending on how it is being planned before execution.   
According to Meade (2017), a change could either be reactive or proactive. Reactive change entails responding to changes in the environment while proactive change attempts or plans activities that will be adopted when there are challenges in the future. Moreover, management of corporations initiate any change management strategies either planned or unplanned. The Human Resource (HR) department implements change and makes sure that it is done effectively. HR professionals implement the change strategically in the organisation so that current happenings can be aligned with the change strategy. However, change management fails because organisational culture is sometimes not aligned with the mission. 
[bookmark: _Toc523852853]4.1 Types of Change
Different types of strategies are needed for different types of changes for a change to be implemented effectively. This ensures that the change is functional and implemented across board within the organisation successfully. Organisations experience three major types of change: These are Developmental, Transitional Change and Transformational Change.
[bookmark: _Toc523852854]4.1.1 Developmental Change
Making an improvement on current business is what companies use when adopting the development type of change. This is because it assists in making sure that the performance standard, methods and processes are well coordinated to meet the desired goals. This development change is more of a planned change because it is planned for, so that the main objectives of business operations can be actualised. Staying competitive in the market has made most companies to consider the developmental change approach (Kunal & Yun, 2014). Furthermore, this type of change usually leads to less stress for employees provided there is proper communication between the employer and these employees on the implementation of any new techniques. 
[bookmark: _Toc523852855]4.1.2 Transitional Change
According to Choi (2014), there is more intrusiveness in transitional change than in developmental change. This is because transitional change introduces something that is entirely new into the company. A transitional phase occurs when the old way of doing things is completely dismantled for a fresh process to take place. Creating new products or services, corporate reorganisations, creating new technologies, mergers and acquisitions are some of the transitional changes that take place in modern organisations. However, implementing transitional change is difficult to execute by most organisations. This is because a change in behaviour and culture in the organisation may be required for it to be successful. 
[bookmark: _Toc523852856]4.1.3 Transformational Change
The transition period occurs when transformation involves both transitional and developmental change. Constant changes in technology do affect companies positively in some areas (Aziri, 2015). This encourages corporations to aim at drastically transforming their ways of operating in such a way to make them think outside the box. For example, unexpected competition, changes in demand and supply in addition to lack of revenue can make companies adopt a transformational change approach to stay competitive in business. This is to prevent liquidation of the firm. 
[bookmark: _Toc523852857]4.1.4 Selected model of Change and Justification 
This study will look at the transformational approach of change where emphasis will be placed on technology since banks can’t continue to operate effectively without ensuring that they meet current technological demands. Also, this leads to establishing effective leadership within the organisation to determine the future operation of the firm that is restructuring. 
[bookmark: _Toc523852858]4.2 Resistance to Change
Change may be easy to plan for a company but difficult to execute most times by management. This is because employees sometimes resist the change for fear of the unknown (Essays UK 2013). When employees are appropriately carried along for effective execution of the change, it makes implementation easy because resistance to change has been limited. Inadaptability to change and resistance by employees are the major reasons why organisational changes do fail most times according to the survey conducted by Society for Human Resource Management (SHRM) in 2007. Employees may start to boycott the organisation activities as a form of protest to the proposed changes. Meanwhile, there are other factors that can cause resistance to change which are: 

· [bookmark: _Toc523670463][bookmark: _Toc523670584]Loss of face
· [bookmark: _Toc523670464][bookmark: _Toc523670585]Fear of Demotion
· [bookmark: _Toc523670465][bookmark: _Toc523670586]Fear of workload
· [bookmark: _Toc523670466][bookmark: _Toc523670587]Need for Training
· [bookmark: _Toc523670467][bookmark: _Toc523670588]Loss of Control
· [bookmark: _Toc523670468][bookmark: _Toc523670589]Loss of Power
· [bookmark: _Toc523670469][bookmark: _Toc523670590]Need for security 

[bookmark: _Toc523670470][bookmark: _Toc523670591][bookmark: _Toc523852859]4.3 Forces of Change
[bookmark: _Toc523670471][bookmark: _Toc523670592]According to Antoncic (2016), various forces of change do affect organisations when change management is to take place. These include both internal and external forces. The internal forces are forces within the organisation that affect the change. These include focusing on diversification of the business, implementing organisational benchmarking approach, developing new technologies and new products as well adopting Total Quality Management (TQM) and Business Process Re-engineering (BPR). Cost cutting by the organisation to reduce production costs may affect employees negatively. This is because possible downsizing will reduce monies paid to workers. (Callahan, 2014).
[bookmark: _Toc523670472][bookmark: _Toc523670593]The external forces drive the changes outside the organisation. These are changes in industrial and employment laws in the country, a recession situation or a booming economy, globalisation and an increase in competition. Thus, organisations adjust their planned change strategies to cope with outside events (Hardy, 2015). For example, if the company decides to employ people as casual workers and the new employment laws prohibits it, the organisation has no alternative than to follow these new laws. Meanwhile, concentration is placed more on customer excellence and customer satisfaction by modern companies as a way of fighting the increase in competition so as to remain relevant in the industry it found itself (Buzea, 2014).
[bookmark: _Toc523670473][bookmark: _Toc523670594][bookmark: _Toc523852860]4.4 Implementing Change
[bookmark: _Toc523670474][bookmark: _Toc523670595]Before a change can be successfully implemented, it must be accepted by the organisation and employees. This makes it very effective when the new change starts to work for everyone in the organisation. The change needs some level of support such as linkages, commitment, resources and training to be effective. The change management implementation process must be clearly stated for it to be effective while the formulation of strategies is needed to meet the expectations of the company. However, a change needs to be monitored to measure performance (Essays UK 2013). This will assist in analysing if the proposed change has added value into the business or not. 
[bookmark: _Toc523852861]4.5 Organisational Restructuring 
According to Springs (2017), changes in departments and personnel can be termed organisational restructuring. This occurs when the way departments and workers is entirely changed to improve production. Serving growing markets can sometimes make companies shift their structure for expansion and as well create new departments. Organisational restructuring can take form in different ways. For example, changing of strategy can be used to restructure a company. This is done by moving employees that are resourceful with skills from declining markets to thriving ones (Shandana, 2017). Meanwhile, downsizing can also be adopted as a restructuring tool to keep a firm afloat when there is constant loss of revenue as a way of preventing liquidation. Moreover, accommodating new facilities and new products demands the creation of new departments as a way of expanding business operations to boost productivity. 
[bookmark: _Toc523852862]5.0 Methodology Hypothesis / Statements
There are many HR frameworks that can be used in an organisation for change management. These are career management, employment / recruitment, good governance / corporate governance in addition to compensation and benefits. This gives room for the company or employees to adjust to any change occurring in the firm (Sharek & Meade, 2014). The research will adopt case studies to focus on change management issues in the UK financial services. 
The case study will compare change management issues at Santander Bank, Lloyds Bank and Barclays Bank to identity any current issues surrounding their business operations. The HR Manager of Santander Bank will be interviewed as the 1st case study while the Marketing Technology- Project Manager of Barclays Bank will be interviewed to get more information (2nd case study) for in-depth analysis of any change management issues. Moreover, the HR manager of Lloyds Bank (3rd case study) will also be interviewed to get contemporary information on organisational restructuring matters. The benefit of case study research is that the reality of what is happening is captured in the research so that all information can be accurate and also lead to the development of a new research (Yin, 2013).
[bookmark: _Toc523852863]6.0 Ethics and Data Presentation
Relevant ethics forms will be given to respondents to fill before the start of information collection for proper analysis. Data will be presented in charts to indicate the percentage allocated to a particular response so as to make interpretation easy to understand from the result findings. 
[bookmark: _Toc523852864]7.0 Gantt Chart for the Dissertation
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