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[bookmark: _Toc238033644]1.Introduction
Ford UK automobile operates in an automotive industry environment that is undergoing major transformation. Competitive advantage is increasingly moving away from relying on manufacturing led differentiation and toward combining manufacturing excellence with software enabled customers value. According to (Hag et. al, 2010), as consumer demand grows for automation systems, with greater variety and lower costs, the automotive industry is rapidly expanding.
This shift is strengthened by the growing use of analytics automation and AI driven decision support across the value chain. By leveraging a range of AI approaches such as simulation tools and big data analytics automotive companies can significantly improve key areas, from supply chain operations to vehicle design and development. (Yaacoub 2024) As a result, performance indicators such as revenue growth, market share and operational performance depend on whether the organization can detect change early make faster decisions and execute reliably.
When indicators decline across both commercial and operational areas at the same time, it often points to a deeper organisational problem a mismatch between external demands and internal readiness. In such cases the environment requires rapid adaptation and improved decision making, but limitations such as decision-making delays, fragmented data, workforce capability gaps and incomplete governance structures prevent the company from fully capturing the benefits of digital and AI initiatives. For this reason, the bords requested for a strategic change plan should be approached as a socio technological transformation, meaning that technology, operating model, governance, workforce adoption and organizational culture should evolve together.
To meet the bords expectations, this report explains Ford UK recent environmental impacts, reviews relevant change management models, evaluates the role of leadership and the influence of organisational culture and then proposes a structured change plan. The plan includes clear objectives, a financial allocation estimated £2.0. billion, communication arrangements, stakeholder analysis, a timeline an evaluation and benefits realisation framework.




[bookmark: _Toc238033645]2. Analysis of Ford UK Recent history and Environmental imparts Internal/External.
Three levels of the business environment
[image: ]Available at: https://moodle.uwtsd.ac.uk/course/section.php?id=180255 (Accessed 19 August 2026)
[bookmark: _Toc238033646]2.1 External environment analysis. Digital disruption, Social, Economic, and Legal pressures.
Digital disruption and competitive dynamics: Digital disruption is transforming how customers assess and purchase vehicles, as well as how they engage with ongoing services. Consumers are increasingly utilizing online platforms for discovery, digital retailing and connected service ecosystem. These changes provide a competitive edge to companies that effectively integrate data across marketing, sales, service and digital business models indicates that value creation comes from the ability to .design and implement integrated digital capabilities that enhance customer interaction processes. (Wirtz, Schilke, and Ullrich, 2010). If Ford UK digital capabilities are less integrated or analytics driven compared to its competitors it risks weakening conversion rates and customer retention, ultimately leading to a decline in market share.
Social trends and expectations: Social trends significantly impact both consumer demand and the internal transformation of organisations.
Customers now expect transparency regarding sustainability claims and increasingly personalised experiences for employees; the acceptance of new tools is heavily influenced by their perceived usefulness and usability. (Davis, 1989). If training and employee involvement are inadequate, there is a risk that staff may resist adopting AI enabled systems, which could diminish the anticipated benefits of decision automation and analytics.
Economic volatility and Operational fragility. Fluctuations in demand, interest rates, energy prices, and supply conditions can escalate the cost associated with planning errors. In the automotive sector, robust Forecasting, inventory management, production scheduling, and logistics execution are essential to navigate uncertainty when decision making process are slow or data integration is lacking Operational outcomes can suffer, leading to delays, increased cost and stockouts which in turn can damage brand trust an overall commercial performance.
Legislative and governance change: 
Ford UK most comply with various regulations, including privacy laws, cyber security standards, consumer protection rules, emissions targets, and guidelines for trustworthy AI.  AI system that informed decisions such as demand forecasting, pricing strategies, customer targeting, or operational diagnostics governance most ensure transparency, accountability robustness and human oversight the OECD's principles for trustworthy AI offer guidance on how organisation can effectively manage these requirements (OECD 2019) if governance measures are implemented too late in the process, compliance delays can increase project risk and hinder the ability to scale successful pilots.
[bookmark: _Toc238033647]2.2. Internal environment analysis How Ford UK is affected:
Data fragmentation and legacy integration. Large automotive companies often rely on legacy enterprise systems and face challenges related to fragmented data the value derived from digital transformation hang on the integration of data, the redesign of processes, and the development of complementary capabilities that allow for the embedding of analytics into decision-making and workflow. (Vial, 2019). Without this foundational integration, AI tools may remain isolated initiatives that fail to deliver operational improvements at scale.

Operating model and decision lateness:
When Commercial and operational terms depend on sequential approval processes and periodic planning cycles, they may find that decision is made too late to avert operational challenges or seize market opportunities during periods of volatility. While AI enabled decision support can help reduce lateness this is only possible if roles, workflow, and accountability structures are redesigned without changes to the operating Model, AI recommendations may be disregarded or treated merely as suggestions without proper integration into workflows.

Workforce capability and adoption constraints:
The Introduction of AI and automation have implications for jobs, skills, and work behaviours. If the transformation is approached solely as a technology rollout rather than a comprehensive capability building initiative, it is likely to fail. The ADKAR model highlights that productive adoption demand attention, desired knowledge, ability and reinforcement, (Hyatt 2006) similarly research on technology adoption indicates that employees are unlikely to engage with new system unless they perceive them as useful and user-friendly. (Davis 1989).

[bookmark: _Toc238033648]2.3 Strengths: 
· Manufacturing and engineering expertise: This capability supports potential operational improvements.
· Operational quality culture: A strong culture of quality can facilitate controlled deployment and effective risk management.
· Legacy workflow rigidity: Existing workflows may hinder timely decision making during volatile conditions.
Threats:
· Competitive risks: Other original equipment manufacturers may have stronger digital platforms and faster learning cycles.
· Regulatory and Reputational risks: Insufficient AI governance and privacy controls could lead to compliance issues. (OECD, 2019). 
· Change fatigue and adoption resistance: These Factors may hinder the realisation of expected benefits. (Hyatt 2006).

[bookmark: _Toc238033649]2.4. PESTLE Analysis:

Political/Legal:
· Obligations related to data protection and privacy.
· Expectations for AI governance an audit requirement.
· Compliance with consumer protection and emissions regulations.

Economic:
· Fluctuations in demand and cost inflation.
· Changes in interest rates affecting consumer purchasing power.
· Uncertainty in supply chain cost and working capital pressures.

Social: 
· Expectation for sustainability and transparency.
· Evolving consumer preference for digital convenience.
· Workforce demand for digital skills training and support.

Technology:
· The necessity for robust cybersecurity measures and secure architectural frameworks.
· Rapid advancement in AI and machine learning for forecasting and predictive maintenance.
· Increased automation on the growth of connected vehicle data sources.

Environmental:
· Requirement for operational efficiency to minimise waste and energy consumption.
· Target for emissions reduction and sustainability reporting.
2.5 Stakeholders Analysis: According to Friedman (1912-2006). The only group with moral claim on the corporation is its shareholders those who owns shares, stock.
The following stakeholder’s analysis aligns with the factors critical to successful change collusion building adoption governance and benefits tracking. Many Groups have a moral claim on the corporation since it can potentially harm or benefit them this group are called shareholders. (Freeman 1984).

· Board and executive directors: High power/ high interest:
Responsible for approving investments establishing governance and demanding benefit realisation.

· Customer support teams’ maintenance teams’ data analysts: Low power/High interest:
Involved in day-to-day adoption they significantly influence usability outcomes.

· Vendors and contract roles: Low power/ Low interest:
Engage as necessary for integration training supports and delivery testing.

· Legal and compliance leadership, Chief operating officer: High power / low interest:
Request alignment with governance but may not engage daily, but they must approve governance and controls.
Thes stakeholders support coalition building. (Kotter, 1996) and workforce adoption. (Hiatt, 2006).

[bookmark: _Toc238033650]3. Evaluation of change management models and how change should be managed:

[bookmark: _Toc238033651]3.1. Lewin: Unfreeze change refreeze:
Lewins model offers a structured way to manage organisational transition (Lewin 1947) Applied to FURP.

· Unfreeze: Build urgency by clearly connecting current performance Shortcomings to external pressures and to internal constraints such as data and operating limitations. This helps reduce compliance.
· Change: Redesign processes and embed AI enabled workflows into everyday commercial and operational routines.
· Refreeze: Because digital transformation requires continual refinement the refreeze stage should not be treated as locking behaviour permanently instead it should mean standardising effective practises and institutionalising continuous improvement routines. (Lewis 1947 Kotter 1996).
This model Is helpful for creating readiness and managing transition but by itself it does not fully support the interactive nature of digital and AI enabled development. 

[bookmark: _Toc238033652]3.2. Kotter: Eight step change approach: Kotter is leadership focused model, making it especially relevant for cross functional automotive transformation (Kotter, 1996).
· Establish urgency: Using evidence from the board such as revenue saturation, market share decline and operational disruption caused by volatility.
· Form a guiding coalition across commercial operations IT data compliance, risk and HR functions.
· Enable action: by removing barriers such as integration obstacle, unclear data ownership and procurement delays.
· Create a vision and strategy: for how AI enabled decision making will be integrated into workflows.
· Communicate the vision: consistently using frequent updates and transparent progress reporting.
· Consolidate improvements: by scaling what works and adjusting what does not.
· Generate short-term wins: through pilots that produce measurable outcomes.
· Encourage change in culture true performance management learning mechanisms and governance routines (Kotter,19 96).
This model is great for building leadership mobilisation and momentum, but it needs to be complemented by models that address workforce adoption at the individual level.

[bookmark: _Toc238033653]3.3. ADKAR: Individual adoption model:
ADKAR Is particularly suitable for managing workforce transition and behavioural change (Hiatt 2006).
· Awareness: ensure employees understand why change is necessary linking it to performance outcomes and market conditions.
· Ability: support employees in practising new process through workflow integration, coaching, and hands-on support.
· Desire: build motivation by involving employees and addressing concerns about role impacts.
· Knowledge: provide training that explains both the tools and the governance expectations attached to AI enabled working.
· Reinforcement: sustained change by recognising progress aligning incentives and reducing dependence on other manual work around. (Hyatt’s 2006).
This Directly addresses, adoption failure points, but it does not by itself define the wider organisational architecture or leadership delivery cadence required for transformation.

[bookmark: _Toc238033654]3.4. McKinsey 7s organisational framework:
The model helps ensure that transformation elements remain aligned across organisational subsystems. (Waterman, Peters, and Philips, 1980).
· Structure: new governance and delivery structures for example a data council, an AI governance board and delivery squads.
· Strategy: UK based focused transformation programme aligned with Ford’s global direction.
· Shared values: a learning-oriented culture and customer focus execution.
· Systems: data platforms, AI monitoring capabilities and automation tools.
· Style: transformational leadership paired with accountability for delivery and risk.
· Staff and skills: targeted hiring and rescaling for AI literacy analytics competence governance and cybersecurity.
It Reduces the risk of technology implementation without organisational feats which is in known course of digital transformation failure. (Vial 2019).

[bookmark: _Toc238033655]3.5. Recommended change management approach for Ford UK a hybrid approach is therefore recommended.
· Kotter: function as the programme leadership execution model, supporting coalition buildings, communication and short terms wins.
· McKinsey 7 S is applied as an alignment tool to ensure governance and operating model design are consistent with the strategy and requirement capabilities (Vial, 2019). (Waterman, Peters and Phillips 1980).
· Lewin: provides structured readiness and transition logic for each stage gate pilot readiness, implementation, and institutionalisation.
· ADKAR: is used as the workforce adoption model to ensure employees and process owner developed the capability to use AI enabled workflow effectively.
This combined approach is consistent with research indicating that digital transformation succeeds when organisational alignment and social technical coordination are actively managed (Vial 2019).

[bookmark: _Toc238033656]4. Leadership, change management effectiveness and organisational cultural impacts.

[bookmark: _Toc238033657]4.1. Leadership role: transformational leadership with governance accountability. 
Transformational leadership is appropriate because it helps leaders communicate a clear direction, motivate people, and encourage commitments beyond simple compliance (Bass, 1985). within leadership should:
· Encourage learning and improvements: using interactive cycles to solve problems and refine approaches.
· Create and communicate a strong vision: that links AI adoption to resilience reliability and improve customer value.
· Support individuals: ensuring people receive relevant training and ongoing role support.
AI Enable change brings responsibility around safety, privacy, and accountability. therefore, leadership must apply governance discipline aligned with trustworthy AI principles (OECD 2019) in practise this means AI related decision should be transparent an auditable with human oversight introduced where appropriate.

[bookmark: _Toc238033658]4.2. What effective Leadership should do in Ford UK, transformation practical actions effective leadership should ensure the following conditions are in place:
· Reinforcement: reward adoption and learning outcomes not only technical completion of projects.
· Urgency and transparency link the programme rationale to board level evidence on performance decline and market pressure. (Kotter, 1996).
· Risk governance: applied compliance by design and model risk management from the beginning, rather than adding controls after implementation (OECD 2019).
· Cross functional empowerment: clarify decision rights and accountability across teams including who owns data and who is responsible for outcomes.
· Benefits orientation: ensure pilots focus on measurable KPI's and that benefits tracking is visible to the board, not treated as an internal tracking exercise only

[bookmark: _Toc238033659]4.3. Organisational culture impacts:
How culture can hinder change cultural barriers may include:
· Silo behaviour reduces collaboration and slow end to end adoption across functions such as service, planning, operations and sales.
· Change fatigue: repeated digital initiative that did not scale successfully can create scepticism and disengagement.
· Skills anxiety: acceptance depends partly on whether new system feel usable and whether employees believe they can develop the requirement skill (Davis 1989).
· Risk aversion and trust concerns: employees may doubt AI outputs if governance is unclear or if explanation for AI recommendations is limited.

These cultural issues can limit day-to-day usage, which weakens benefit realisation even if the technology is technically deployed.


How culture can enable change culture can become an enabler when for the UK builds:
· Learning oriented environment: where pilot version is treated as normal unexpected.
· Customer focused values: connected to measurable service and performance outcomes.
· Physiological safety: enabling employees to report issues and suggest improvement without blame supporting continuous improvement. (Kotter 1996).
· Accountability and transparency: especially about how decisions are made when AI is involved (OECD 2019).

[bookmark: _Toc238033660]4.4. Culture shaping mechanisms for FURP.
To engraft Adoption and sustained behaviour change, Ford UK should apply reinforcing mechanism consistent with adoption theory.
· Governance transparency publishes clear guidance on modest use, escalation routes, and responsibilities to strengthen trust. (OECD 2019).
· Usability led training design ensure AI interfaces and workflows are easy to understand and do not overload users cognitively. (Davis 1989).
· ADKAR: reinforcement recognise and reward tool usage overflow compliance and capability milestone (Hiatt 2006). 
· Alignment of performance: management make transformation KPI's part of regular management expectations, so progress is tracked and owned, not just monitored (Kotter, 1996). (Waterman, Peters, and Phillips 1980).



[bookmark: _Toc238033661]5. Suitable change management plane: £2bn Financial plan, communication, evaluation, and program controls.

[bookmark: _Toc238033662]5.1. Programme overview and proposed change:
Program name: Ford UK AI and resilience programs (FURP).
Duration: 24 months.
Core workstreams:
· Automation and workflow redesign: Integrated AI outputs directly into workflow and using RPA where appropriate.
· AI enabled operational resilience: Predictive maintenance, improved logistic visibility, and optimisation of planning decisions.
· AI enabled commercial performance: Improving lead conversion strengthening pricing demand supports and enhancing omnichannel responsiveness.
·  AI governance, privacy, Data governance and cybersecurity: Implementing controls aligned to trustworthy AI requirements.
· Programme governance and benefits realisation: PMO delivery control, stage gate governance and risk management.
· Workforce capability transformation: Role based learning reskilling and adoption support.
This Structure reflects the social technical nature of digital transformation, benefits are realised only when technology delivery is matched with governance, people, process and culture change. (Vial 2019).

[bookmark: _Toc238033663]5.2. Clear objectives mapped to KPIs.
· Objective 1 Commercial performance: Increase lead conversion and improved customer experience, targeting reversal of market share decline in priorities segments.
· Objective 2 Operational reliability: Reduce unplanned downtime and strengthening logistics reliability despite demand and supply volatility.
· Objective 3 Trust and compliance: Implement trustworthy AI governance and data governance to ensure auditability risk control a regulatory alignment. (OECD 2019).
· Objective 4 Adoption and capability: Develop workforce AI literacy and operational capability, so all outputs are used effectively in decision making. (Hiatt 2006).

[bookmark: _Toc238033664]5.3. Financial plan estimated total investment £2.0 billion with rational the table below provide budget outline for delivery over 24 months estimated spend.

Category                                    Purpose                                Estimated Spend
	Data and platform modernisation.
	Master data management, data integration, analytics platform,
	450m

	Ai development and Deployment.
	Forecasting, lead scoring, predictive maintenance, monitoring.
	420m

	Automation workflow redesign.
	Workflow integration, operational automation workflow redesign decision
	320m

	Cybersecurity and trust controls
	Secure architecture IAM, secure monitoring AI trust
	160m

	Data governance, Privacy and compliance

	Privacy controls, GDPR alignment, audit readiness.
	140m

	IT integration and architecture
	Legacy integration, APIs, enterprise architecture 
	180m

	Workforce transformation
	Training, learning, certification, and adoption support
	120m

	Talent and specialist hiring
	Data engineers, governance roles, and AI product owners
	110m

	Programme delivery and PMO
	Vendor coordination, governance and stage gate support
	70m

	Pilot cost and scale readiness
	Measurement capability, pilot execution, and rollout readiness
	60m

	Contingency risk 5-8%
	Delay and scope risk
	20m 





[bookmark: _Toc238033665]5.4 Risk register mitigating volatility, adoption risk and AI.:
	Risk
	Likelihood/Impact
	Mitigation
	Owner

	AI performance risk accuracy drift
	Medium to High
	 Monitoring, retraining policy, human oversight, and stage gate scale decisions.
	AI governance lead.

	Data quality risk
	High to High
	Master data management, data quality standards, data stewardship.
	Data governance lead.

	Cybersecurity incident
	Medium to High
	Penetration/ security testing, incident response playbook, and zero trust architecture.
	Chief information security officer

	Regulatory compliance delays
	Medium to High
	Compliance by design, early legal reviews, and audit trail requirements.
	Ligal compliance

	Adoption resistance, low usage
	High to High
	Reinforcement and incentives, ADKAR based training and involvement.
	Change lead Human resources

	Integration delays
	Medium to High
	API strategy, contingency funding, phased integration approach, and vendor management.
	Enterprise architect IT

	Pilot success with scale failure 
	Medium to High
	Ownership model, consolidated governance, and clear scale criteria
	Programme director

	Change fatigue
	Medium to Medium
	Short terms wins, flow of communications, workforce support, and realistic delivery timelines
	Communication change team.




[bookmark: _Toc238033666]5.5. Communication plan: Communication should reduce uncertainty, strengthen 
urgency, and support adoption throughout the programme. This plan aligns with Kotter's emphasis on continuous vision reinforcement. (Kotter, 1996) and ADKAR’s structured adoption support (Hyatt, 2006).
Stakeholders’ groups: board and executives, IT teams’ compliance/ risk, HR, workforce representatives, commercial and operations leadership, frontline users, supplies partners where relevant.

Communication objectives:
· Present a consistent rationale and programme vision (Kotter, 1996).
· Explain training schedules responsibilities and role changes.
· Collect feedback to improve relevance usability and adoption outcomes.
· Build governance trust by clarifying how data is used how AI decisions are controlled and how incidents are escalated (OECD 2019).

Time bond and channels:
· Monthly: board dashboards, benefit tracking and risk review.
· Pilot program; User workshops, hands on training seasons, and role briefings.
· Ongoing: Internet programme hub, frequently Asked Questions, training materials, and governance.
· Every 5-8 weeks: Pulse surveys for adoption sentiment, barriers and training were needed.

Evaluation plan:
Evaluation principles:
· Baseline first: Measure KPI's before rollout to ensure credible comparisons.
· State gate evaluation: Pilot must achieve defined threshold before scaling.
· Governor's checkpoints: Verify data quality cyber security readiness and model risk controls.
· Dual tracking: Access both adoption progress and performance outcomes.

KPIs:
Operational KPIs:
· Logistic on time delivery improvement.
· Reduction in unplanned downtime
· Improve inventory turnover and fuel stockouts.
· Reduce defect rates and rework in targeted areas.

AI governance and data KPIs:
· Improvement in data quality scores completeness accuracy and consistency.
· Auditability readiness, documentation, traceability, and completeness
· Cyber security incidents and frequency for remedy. 
· Number of model drift incidents and remedy cycle time.

Commercial KPSIs:
· Lead to quote conversion rates
· Forecast accuracy demand forecasting error reduction
· Customers response time our satisfaction improvements
· Reduction in stock out driven lost sales.

People and adoption KPIs:
· Employee sentiment and resistance indicators
· Training completion and certification rates
· Reduction in manual workarounds
· Workflow adoption metrics adherence to AI enabled steps.

Evaluation:
· Weekly: Delivery status and risk mitigation progress
· Monthly: KPI dashboards and benefit realisation review
· Every 8 to 12 weeks: Reviews to decide scale, stop, adjust
· Quarterly: Board level reporting and reforecasting.

[bookmark: _Toc238033667]6. Conclusion:
Ford UK's declining performance indicators can be understood as a social technical imbalance between what the external environment now requires and what the organisation is currently able to deliver. External expectations have shifted rapidly due to digital disruption, social and economic volatility, legislative pressures, while internal capabilities particularly operating model design, workforce adoption readiness, and the integration of data and decision process may not yet be aligned with these demands. Digital transformation research consistently shows that technology produces value only when an organisations processes, capabilities, and complementary function work together effectively. (Vial, 2019).

To respond to these challenges this report proposes the Ford UK AI and resilience programme. The programme is UK focused, while remaining consistent with Ford's wider global transformation agenda.
Its purpose is to strengthen Ford UKs commercial performance stabilises operational outcomes and reinforce compliance and trustworthy AI governance. (OECD 2019).

The programmes change delivery will use a hybrid change management approach, Kotter will guard mobilisation and momentum.  (Kotter1996) Lewin will provide structure for readiness and transition. (Lewin 1947) ADKAR we support workforce adoption and reinforcement. (Hiatt 2006) and McKinsey 7-s we help ensure organisational alignment across key subsystems. (Waterman, Peters, and Phillips 1980). Leadership will use transformational practise. (Bass, 1985) While maintaining clear governance and accountability to manage AI related risks.

Overall, the programmes £2.0 billion investment plan communication strategy, stakeholder mapping, risk register timeline and evaluation framework provides a board ready route to reduce the impact of volatility and achieve measurable sustainable benefits.

[bookmark: _Toc238033668]7. Executive Summary:
Ford UK is experiencing declining performance indicators including revenue saturation reduced market share and weaker operational results, amid volatile external conditions,
These trends suggest a deeper issue then temporary market fluctuation operating model they indicate that Ford UKs current strategy, operating model, data capability, and day-to-day working practises are not sufficiently align to the automotive industries shift towards software defined competitiveness, data LED decision making and digital customer experiences. Evidence from digital transformation research shows that sustained value creation relies on organisational alignment and complementary capabilities investing in technology alone is rarely enough. (Vial 2019).

External pressure has intensified. Social expectations now place greater emphasis on sustainability transparency and digitally supported convenience at the same time, Digital disruption has reshaped the customer journey across discovery configuration purchase and servicing, while economic volatility increases uncertainty in demand and heightens logistic pressure and cost instability, which exposes weakness in planning timeline and supply chain resilience. moreover, changing legislation and governance requirements including privacy, cybersecurity, emissions rules, consumer protection, and expectations for trustworthy AI can raise compliance costs and increase the risk of delivery delays if governance is not embedded from the outset. (OECD 2019).

Internally, Ford UK is likely constrained by fragmented data, complex legacy system integration, and decision-making workflows that may be too slow for the operational tempo required under volatility at workforce level, adoption risks are likely if employees do not clearly see the usefulness of new system or cannot build capability quickly. Technology adoption research emphasises that understand usability, influence users’ acceptance. (Davis 1989). Why change adoption approaches highlight the need to manage awareness, desire, knowledge, ability, and reinforcement. (Hiatt, 2006).

To address these challenges, this report recommends the Ford UK AI and resilience programme. The programme is UK focused while supporting for broader global transformation direction he prioritise UK value streams and delivery constraints and is designed to run over 24 months in two phases delivery: month 1-6 scaling, month 7 - 18 and optimization and  institutionalization months 19 - 24 the programme will integrate AI enabled capability for commercial improvements such as lead conversion, demand and pricing support, and omnichannel responsiveness with operational resilience initiative, including predictive maintenance, improve planning visibility, and workflow automation. these measures are supported by AI governance, data governance, cybersecurity controls and structured workforce capability building. (Kotter 1996 OECD 2019 Vial 2019).

The change governance uses a hybrid change management approach Kotter’s framework support urgency creation, collusion building, early wins an ongoing communication. (Kotter, 1996). Lewin’s Model provides A structured logic for readiness and transition, interpreted for digital change through continuous learning practises rather than fixed endpoints. (Lewin 1947). Employee adoption is managed through ADKAR, ensure awareness, skill development and reinforcement. (Hiatt 2006). Strategic alignment across systems, skills, structure, and share values is maintained using McKinzey’s 7-S framework. (Waterman, Peters, and Phillips, 1980).

Leadership will adopt A transformational orientation to provide direction, motivation, and empowerment. (Baz 19 85). While ensuring accountability governance appropriate to AI risk and regulatory expectations. (OECD, 2019). Organisational culture will be supported through learning-oriented reinforcement, Cross functional collaboration, and transparency about AI limitations decision accountability.

Finally, the programmes include a financial plan with an estimated total investment of 2.0 billion over 24 months. This funding covers data and platform initiatives, AI development and deployment, security, trust controls, workflow automation, Compliance and governance activities, delivery management, workforce transformation, and contingency. The report also contains stakeholder analysis, PESTLE and SWOT analysis, A detailed risk register timeline and an evaluation plan based on baseline benefits first KPIs realisation.
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