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1.0. [bookmark: _Toc113212695]Introduction.
In this report, the student researched leading and implementing a workplace change. The student works for a large energy firm British gas, a renowned energy provider in the UK and one of the most affluent of its kind in the country, (Business essay, 2022).
Being one of the largest energy providers the organisation would monitor situations and implement change when required, but due to the number of employees within the organisation, it was never an easy or quick task. A lot of planning, discussions and negotiations would be required before any change could be successful.
[bookmark: _Toc113212696]1.1. Examples of Changes in the student’s organisation.
In the 19 years the student has worked in her organisation she has witnessed change, but 2 major changes stick out due to the huge impact they had on employees.
The first was an overhaul of employees’ shift patterns. This was a concern for the company as people worked what hours suited their lifestyle, i.e., working around school hours, Carer commitments or teatime hours 5-8 which suited students, and not everyone liked to work weekends. This was causing issues for the company as they didn’t have enough employees to man the phone lines in the evenings and weekends.
The business advised the different shift patterns were unacceptable, so new shift patterns were brought in, and every employee had to choose a shift pattern or lose their job. There were no family-friendly shifts as all shift patterns include working weekends and lates up to 9 pm. The company advised this was brought about due to not enough people on the phones when customers need us, but to the employees, this was not viable for some due to both parents working. In the 1900s it was rare for both parents to be employed as the mother stayed home to look after the children, (Kelly, 2021), not like today where both parents need to work to cover the cost of living.
The 9-5, 40-hour working week, was the brainchild of Henry Ford in 1926, but times, culture and lifestyles have changed, therefore it should be more about fitting to what suites the employee as this has proved to be more productive, (Kelly, 2021), but the organisation must put the organisation needs first as this is what generates revenue.
This caused so much upset that staff quit in their droves and employees went sick due to stress, but the business did not back down. Now there are 9 shift patterns rather than a few hundred.
The student was involved in the shift pattern changes and it affected her dramatically as she had young children. She had to adjust her shifts resulting in increased hours at work and more childcare costs, but she agreed this change was required to align teams and managers to the same shift patterns to be able to work as a team and serve the customers when they called. This change was caused by internal and external factors. The Micro factors were too many employees choosing what times and days they wanted to work regardless of the company needs, then on the back of this, the Macro factors were the volume of customer complaints that were received concerning long wait times on the phones and not being able to get through at all resulted in the managing director acting and implementing the changes. 
We then had the Covid-19 Pandemic which is where the country went into lockdown and all companies had to close their businesses, if employees could work from home this was made compulsory or they were furloughed until the lockdowns were over. 
For most big companies the pandemic has taught them a lot about flexibility, hybrid working and how to get the best performance out of their employees, when employees have control over their schedules, they work their best and their productivity increases, (Kelly, 2022).
During the first lockdown, the student’s organisation then decided it was time to change the employee’s contracts, which meant working longer hours for less money as one of their bonuses was being cut. When there was resistance the company then issued a statement advising they will have to use the fire and re-hire term, this caused widespread resistance, which saw the employees strike for weeks, causing major disruption to the business and the loss of 500 engineers.
In the next section, we will look at why change is required, why the student’s organisation decided to change employee contracts.
[bookmark: _Toc113212697]2.0. Why change is required.
Change is inevitable for businesses to be sustainable and to keep up with market trends, staying competitive to satisfy customer needs. Managing change must be managed exceptionally well to succeed, (Sumitani, 2020). Change is important to help organisational performance as well as individual development, it also makes sure the company is keeping up with the times and not lagging in the past as this can be detrimental to an organisation.
Change can be forced by external forces such as competitor competition, economic change, regulations, etc, and internal forces such as growth, employee problems, administration, system processes and restructuring, (Mogogole & Jokonya, 2018).
According to Andrew Sumitani (2020), the average number of changes most organisations will initiate over 5 years is four, but only 30% will be successful. Trust from employees may play a part in this as it is said that “Only 22% of employees believe their management is very transparent, compared to 40% of managers”, (Sumitani, 2020).
The student agrees change is essential as she has seen the benefits of change once they have been implemented in her organisation, but it is how the organisation has gone about the changes that have been the issue in her organisation. The information comes from the top, but it is how it is communicated by managers to the front-line teams that caused so much upset. There was no empathy or understanding for employees that couldn’t commit to certain changes. 
Organisations should always keep up to date with risk factors and what can cause changes within the organisation. The best way to do this is to keep the company PESTLE and SWOT analysis up to date.
The next section will discuss the organisation’s PESTLE and what factors are a risk to the organisation.
[bookmark: _Toc113212698]2.1. Organisation’s PESTLE.
Political
Due to the rising energy cost during the energy crisis, the public is calling for the government to nationalise all energy companies and give it back to the people, this is echoed by Scottish Greens co-leader Lorna Slater, who believes this will save lives as she suggests, by nationalising energy companies prices can be slashed, but according to a UK Governments spokesperson, prices would not be slashed as the companies still have to pay the high prices for gas and electric. (Morrison, 2022). This is agreed by Sunny Hundal (2022) who advised energy companies will still have to pay sky-high prices for oil, gas, and coal from foreign countries. Companies may also lose investors if the government considered nationalisation, (Boulos, 2003).  So, nationalisation is not the answer but is a risk.
Green groups are piling on the pressure for the government to introduce a windfall tax on BP due to high profits, (Smith, 2022), but according to an editorial in the Guardian, windfall taxes are not new, Margaret Thatcher’s government used this tactic on banks and oil industries in the 80s after they showed increased gains, (Editorial, 2022), and also considered in 2008, (Lynch & Evans, 2008) and by John Major in 2013, (Anonymous, 2013) and (Macalister, 2013). So, organisations are at risk of higher taxes and extra taxes when they earn profit.
Brexit was also a risk due to new regulations and trade policies. According to Mark Lillie (2021), “Although Brexit is expected to be less disruptive overall for the energy sector compared with some other industries, it will have far-reaching implications on the UK’s future relationship with the European energy market”. 
The price cap. Brexit has not caused issues for the energy sector, but the Government’s Energy price cap has. This is the cause of the increased energy bills over the last 6 months. Due to the extremely high cost of energy, this is going to cause misery to many customers who cannot afford to pay their bill or top up prepay meters, and the company are going to have a lot of unpaid bills, which could cause issues further down the line, i.e., investors may not want to invest in a company that cannot get customers to pay their bills due to affordability. 
Economical
Unemployment rates are 3.8% in the UK now, which means people are unable to work and receive state benefits which are not enough to pay all their bills. But on the plus side, this figure is the lowest it has been since 1974, see graph, (Appendix A), (Statista research department, 2022) and (Watson, 2022). With a pending recession on the horizon, there is a risk this will increase significantly. 
Growth. In recent years economic growth had finally levelled out after the 2008 crash, but it has taken a huge hit since the start of the pandemic in 2020, which experts believe will level out by 2027, which can be seen on the graph (Appendix B), but given we are on the verge of another recession as the inflation rate is now over 10%, the predicted levels shown on the Statistica chart may change due to the energy prices as people won’t be out spending as they can’t afford to. (O’Neill, 2022).
Wholesale costs are a concern now. 40% of the Customer’s bills account for wholesale costs. When wholesale cost increase this is passed onto the customer by increased tariff prices. One impact on wholesale prices is the amount of competition in the energy market, but with 31 energy suppliers gone bust in the last 2 years, this is one of the factors in the sharp increase in prices, (Ofgem.gov.uk, ND).
Social
Scholes and Clutterbuck (1998) advise “the rise of the sophisticated customer” shows customers today are savvier and more demanding in getting what they want, social media plays a big part in this as customers tend to threaten businesses with poor reviews on social media if they don’t get what they want. 
Organisation culture has been defined by anthropologist Clyde Kluckhohn (1949), as “a set of habitual and traditional ways of thinking, feeling, and reacting”, (Price & Chahal, 2005). It is also referred to as the organisational iceberg, which was created in 1970 by Stan Herman. The iceberg represents the informal and hidden elements within the organisation. The informal element is what you see on the outside, (above the waterline), the buildings, employees, and material items. The hidden element, (below the waterline), are the organisational culture, not all organisations are the same, some places may have their culture above the waterline and is obvious to see. (Cunningham & Kempling, 2009). Changes in an organisation can be a risk to organisational culture.
Technological
Organisations must ensure the company’s technological side is up to date and all equipment is working and ready for employees to do their job. As many organisations have adopted hybrid working since 2020 due to the lockdowns, this has been even more crucial as the organisation’s internet and security must always be secure. All system updates should be done without interrupting the day-to-day business as system issues cost the organisations thousands of pounds. 
Legal
Health and safety are a high priority in organisations, as this is where the organisation must look after its employees whilst they are at work, this could be in the office, working in a shop, driving a company vehicle, to engineers dealing in all trades. Regular health and safety assessments are required by employers on equipment and the environment the employees work in. According to the HSE website, new companies may find it difficult to establish a health and safety culture as this can take a long time to build, (HSE, 2010).
GDPR is a legal requirement. It is stated on the government website that it is to be used fairly, lawfully, and transparently, (GOV.UK, ND). If there is a security/DPA breach at any time this must be reported immediately to the information commissioner’s office as firms can be fined £1000, (ICO, ND).
The regulators of the business such as Ofgem and the ombudsman can impose large fines if the company is not compliant. This comes down to everyone in the business from employees on the phones to the CEO. 
Quality checks are done on agents’ calls to make sure they are compliant when doing sales or complaints. All correspondence sent out to customers and staff must go through the legal team to be checked before sending to make sure they comply with regulations. Customer complaints must be dealt with by day 56 or the customer can refer the complaint to the ombudsman resulting in a £650 fine to the organisation for every complaint taken on by the ombudsman.
Environmental
Environmental risks to the energy industry range from natural disasters which can wreak havoc on a country, such as earthquakes, tsunamis, and freak weather conditions (Parker, ND), to terrorism or as we have most recently experienced a global pandemic and war.
Over the last 2 and a half years we have seen what a global pandemic can do to small and large companies. Since January 2021, 31 Energy companies have gone bust due to rising wholesale costs, it is suggested these companies had weaker business models compared to the bigger energy firms and less access to investment or funding, (Thomas & Plimmer, 2022).
Due to the closure of 31 energy companies, customers have seen their energy prices increase by 54% in April 2022 and then 80% in October 2022, taking the average yearly bill to over £3500. It is suggested customers are burdened with the cost of the collapsed energy firms at approx. £68 per household, (Thomas & Plimmer 2022).
Britain is at a higher risk as they are reliant on natural gas from overseas such as Russia and Ukraine, this is mainly due to insufficient storage facilities within the UK (Dupont, 2021), and since Russia invaded Ukraine in February 2022, the global energy crisis has intensified as Russia uses its natural gas as a weapon against western countries by stopping the transportation of gas, leaving countries with low gas supplies, (Rauhala & Aries, 2022).
Climate change is another topic that is at the forefront of all energy providers’ agendas as they are working to become net 0 by 2050, but with the increase in energy costs now there have been calls for this to be delayed (Wilcock, 2022), due to the cost-of-living crisis as people cannot afford to buy new electric cars or install solar panels, and with the cost of electricity at an all-time high, charging an electric vehicle is set to cost more than petrol and diesel, (Boratyn et al, 2022). MP Chris Skidmore (2022) argues, that delaying Net 0 is not the right thing to do as Net 0 is not just to reduce climate change, it’s to reduce people’s bills, without the Net0 program and all the renewable energy available, energy prices would be much higher. Renewable energy was once said to be the way forward as it is said fossil fuel is a major player in climate change, (United Nations, 2021).
[bookmark: _Toc113212699]2.2. Organisational SWOT
A SWOT analysis can help a business see where they are performing well, identify threats and deal with them before they become a problem, and minimise weaknesses by turning them into opportunities which your business could take advantage of by turning the potential weaknesses into strengths.
The student has created a SWOT analysis of her company and included one of her organisation’s competitors to show how they are working in different ways. (Appendix C, Fig.1, Fig.2, Fig.3 & Fig.4) The competitor is more focused on green energy and is way ahead with renewable energy as they own one of the largest battery storage units in Europe, (Moses, 2020). 
The student believes It is important for organisations to conduct a SWOT analysis to understand the organisation’s strengths, weaknesses, threats, and opportunities that may influence the business. They can take evasive action when a threat becomes a reality, and take advantage when opportunities arise before their competitors.
The next section will look at why changes are required.
[bookmark: _Toc113212700]3.0. Change Models
The student looked at three models which you can choose from, they are ADKAR, developed by Prosci founder Jeff Hiatt, Lewin’s change model, and John Kotter’s eight steps for leading organisational change.
According to Ashley May Calder (2013), the acronym for ADKAR is Awareness, Desire, Knowledge, Ability, and reinforcement. The ADKAR model “focuses on principles of change that are effective on an individual level”, (Calder, 2013), this is confirmed on the Prosci website, where they also state, "ADKAR Sits at the centre of the Prosci Methodology graphic to emphasize that organisational change requires individual change" (Prosci.com, ND).
Lewin’s Change Model is made up of 3 elements, unfreezing, changing, and refreezing. According to Stephen Cummings et al (2015), scholars have criticised Lewin for over-simplifying the change process, but it has also been suggested by Stephen Cummings et al (2015) that the model was never developed when he was alive and only took form after he had passed away, this is also noted by Bernard Burns (2020).
Then there is the John Kotter 8 steps model. This model helps by giving the change manager a step-by-step guide to change. John Kotter (2011, p.1) stated “skipping steps creates only the illusion of speed and never produces a satisfying result”. 
The 8 steps are as follows:
· Establishing a sense of urgency
· Forming a powerful guiding coalition
· Creating a vision
· Communicating the vision 
· empowering others to act on the vision
· Planning for and creating short-term wins
· Consolidating improvements and producing more changes
· Institutionalising new approaches.

[bookmark: _Toc113212701]3.1. Establishing the need for change in the student’s organisation.
According to Barton-Cunningham and Kempling (2009), “Change is not simply an exercise in convincing the various stakeholders to get on side, it is an exercise in negotiation and compromise”. Change can be hard, if you have ever tried to break a bad habit or start a new healthy habit, you may have experienced a lack of motivation or willpower and reverted to old ways, (Ricks, 2020), this is just how organisational change can work, so it is important to reinforce the change which John Kotter’s 8 steps talks about, (Calder, 2013).
Several authors state the reason organisational change fails is due to the lack of communication, but Jeff Hiatt (2006, p.1) stated, “the root cause for failure is not simply inadequate communications or poor training, success is not down to project management alone, the secret is how to facilitate change in one person”. 
As the student was part of the fire and re-hire threats, she was also angered at how the employees were treated. When she spoke to officials to get a better insight as to why the organisation was using this tactic and refusing to agree to all the negotiations, it became clear that it was either lose a few hundred employees to save the business or the whole company would go bust with 28,000 employees set to lose their jobs. 
The company have been able to increase its customer holding over the last 20 years with cheap energy tariffs and offers of discounts to compete in a competitive market, but they also had their fair share of losses when smaller energy companies opened up and offered cheaper prices, but it was after 2013 when the company started to go downhill when the managing directors changed the shift patterns causing many employees to seek jobs with other companies, energy cost increased and no discounts or cheap tariffs available, resulted in the customer service levels dropping and customer complaints increased. By 2019 the company had 618,521 complaints with only 38% resolved within the 48-hour deadline, (Sonnichsen 2020).
The organisation’s employees worked through the Covid-19 pandemic to keep the business running. Unfortunately, the smaller energy firms were in trouble as they were unprepared for environmental issues such as Covid-19 and wholesale cost increases, resulting in the smaller energy companies going bust. 
The organisation has been losing customers and money in the last few years, so the organisation had to find the root cause.
[bookmark: _Toc113212702]3.2 Root cause analysis
Establishing a sense of urgency. The organisation had to get to the root cause of its issues and make changes as soon as possible. 
The student created a 5 Why’s diagram, which is the brainchild of Japanese industrialist  Sakitchi Toyoda, which he developed in the 1930s, and a fishbone diagram, which was invented in 1968 by a Japanese quality control statistician Mr Kaoru Ishikawa, also known as the Ishikawa diagram, to get to the root cause of the organisation’s issues, and to establish what needs to be changed, (Appendix, D, Fig.1 & Fig.2).
The Management of the organisation held meetings to discuss the analysis, held brainstorming sessions, and created mind maps to find a solution; the obvious solution was to change the employee’s contracts. The student created a mind map to show solutions, (Appendix E).
Forming a powerful guiding coalition. Andrew Sumitani (2020) Advised, that according to change management leader Prosci’s research, there are 3 phases to change management, prepare for change, manage change, and reinforce change.
Once the need for change has been established it is time for a change management plan to be put in place, managed effectively, and can only be evaluated by the end result once the plan has been implemented and resistance managed, (Mogogole & Jokonya, 2018).
In the plan, the first things to be done are:
· Identify potential challenges within the leadership.
· Perform an impact assessment
· Develop situational awareness
· Create and implement plans to support your strategy
· Communication plan
· Resistance handling plan
Creating a vision. Now the management meetings have come to an end, they have done the root cause analysis, and come up with a solution to the issues, it is time to communicate this to the organisation’s stakeholders.
The student believes the root cause analysis and brainstorming are essential to the first meetings in change management. If you are aware of the smaller issues, once you do a root cause analysis you will get to the root of the problem and be able to start your change management strategy as soon as you have a solution. 
In the next section, we will identify the stakeholders and what needs to be done to keep them informed. 
[bookmark: _Toc113212703]3.3. Identifying stakeholders.
A definition of stakeholders is “Individuals and organisations who are actively involved in the project, or whose interests may be positively or negatively affected as a result of project execution or successful project completion”. To ensure stakeholders’ needs are met, stakeholder analysis is essential to check they are sent the right communication at the right time, (Smith, 2000), this is echoed by Aurangzeab Butt et al (2016) who advise, not communicating with stakeholders can be the main reason projects fail, so communication is key.
Not all stakeholders will have the same view and there is a risk of conflict between stakeholders, (Smith, 2000), this could be because some may see the change as a positive change, while others may have a negative view, therefore clear precise communication is essential.
First, the stakeholders need to be identified, the student created a mind map to show stakeholders from inside and outside of the organisation, see (Appendix F), the student also completed a stakeholder analysis (Appendix G), as in a large organisation there are many stakeholders, some with high interest, some with low interest, high power, and low power, so it’s about managing the needs and expectations of each one.
The student can see why stakeholder analysis is important and why the information needs to be communicated to the right people at the right time. She has been in a situation where a change was happening in a department in her organisation which didn’t affect her role, but she was receiving emails about the change every few days, it became annoying and started distracting her as she relies on her emails for priority cases so non-priority emails in-between can cause an issue. 
In the next section, we will look at implementing the changes, what happens once the announcement has been made.
[bookmark: _Toc113212704]3.4. Communication.
Communicating the vision. Effective communication is the way forward, without this change is impossible. For successful change, employees need to know the impending change is going to beneficial to them as well as the organisation, so, where the organisation wants to be, compared to where it is now, and what this will mean for the employees, i.e., increased salary, extra holidays, improved working conditions etc, (Ricks, 2020). 
One example of good communication which was by Scandinavian Airlines who sent this message to their employees to get them on board with the change:
“We have to fight in a stagnating market. We have to fight competitors who are more efficient than we are, and who are at least as good as we are in figuring out the best deals. We can do it, but only if we are prepared to fight side by side. We are all in this together.”
This gave a clear and concise message to the employees about where the company wanted to go, (Ricks, 2020)
When an organisation change has been agreed upon at the top level, the next stage is to implement the change and communicate with all the stakeholders. Scholes and Clutterbuck (1998) “state it is not about whether they should communicate with the stakeholders, it is about when and how we manage communication with all stakeholders.”
The student created a list of who the stakeholders are for her organisation who will communicate with whom, and how they will be communicated to, (Appendix H).
The student organisation’s CEO took action to save the company from a major catastrophe, but after the communication was given, he was met with resistance which led to the threat of fire and rehire terms.
[bookmark: _Toc113212705]3.5. Employee resistance.
Empowering others to act on the vision. According to Paul Strebel (1996, a), one of the reasons for employee resistance may be communication breakdown, which leads to the failure of the change the organisation is trying to implement. He also states, “Executives and employees see change differently”, this is due to employees viewing change as intrusive and disruptive, whereas the executives see change as an opportunity for the organisation and themselves, (Strebel, 1996, b).
In 2006, 1500 participants took part in a McKinsey survey on change, the results showed 6% were completely successful and 32% were mostly successful with the managers suggesting the success may be the result of creating a clear vision and engaging with all employees throughout the organisation, (Shapiro, 2010, p.2).
The student can see why the employees see change as disruptive as they may be “long-standing employees with deeply entrenched behavioural culture”, depending on the change, this could impede or facilitate the change that is being implemented, (Barton-Cunningham & Kempling, 2009).
In the employee’s view, it may feel like they are going from the known state to the unknown state as described by Syed Talib Hussein et al (2018). Unless the CEOs and Managing Directors give clear reasons for the change and be honest, and transparent they will always be met with resistance. By communicating clearly, as to why the change is required, and if the changes are aligned with the organisational culture, they will have less resistance as employees will be more understanding and may embrace the changes, but if the change threatens the organisational culture, the organisation may fail to successfully implement the changes. (Barton-Cunningham & Kempling, 2009).
An example, an individual may not need a new iPhone as she has an old one, but Apple makes her feel she should upgrade by promoting the newest iPhones as better models due to upgraded technology, so she upgraded. Even though she knew she didn’t need a new iPhone, Apple fuelled her desire to upgrade so she gave in and got a new phone, (Calder, 2013). So, if the organisation communicates with the employees honestly, they have more of a chance of fuelling the employee’s desire to change.
If an employee refuses to change their behaviour to follow organisational change, then this needs to be managed by the organisational processes. Some people just will not change, the individual must have the desire to change to be successful, for example, an individual who smokes knows it is bad for their health and can lead to implications such as heart disease and cancer, but if they have a lack of desire to give up, they are putting themselves at risk by not changing their habit, (Calder 2013). Andrea Shapiro (2010, p.1) claims “the hard and messy fact is that organisations change only when the people in them change.”
By engaging with employees as they go through the change it is also important to manage emotions. If an employee is struggling with the change or their role, they could become emotionally exhausted which can cause burnout if not managed, (Morris and Feldman, 2020).
Planning for and creating short-term wins. Implementing stage-by-stage reviews of the change and congratulating the employees will inspire them to do well and give them the incentive to continue. 
Reinforcing the changes is something that needs to be monitored making sure employees do not revert to the old way of working just because the first performance review has shown the change to be successful. 

Consolidating improvements and producing still more changes. On the back of the contract overhaul, the organisation has implemented smaller changes to continue to grow the company with less employee resistance, this was due to feedback from the employees concerning the lack of clear and honest communication, they listened to the employees and have changed the way they communicate. The CEO now holds meetings with employees to tell them what he plans and asks for concerns and questions before implementing any changes. This has made a huge difference to the employees as it has rebuilt their trust in the CEO.
Institutionalising new approaches. The new contracts have been in place for just over a year now and the business has seen a vast improvement after a slow start.
Complaints have been reduced and dealt with in the correct timeframe, phones are answered much quicker than previously and compensation levels have been reduced resulting in increased profits.
The company lost around 500 engineers because of the contract changes, but the organisation saved many more jobs by implementing a successful change which employees have embraced as they have seen the benefits to the organisation and themselves with a salary increase taking place this year.
The student can relate to employee resistance as she was one of the employees who resisted the change at the start as the communication that was relayed was not clear on why the changes were being made. This caused upset and concern due to the threat of fire and rehire, which according to Andrea Shapiro (2010, p. 35), it is what is called an environment of forced compliance, which did little for the employee’s trust in the CEO. But once the CEO addressed the situation in town hall meetings arranged for all employees, it became clear the reasons why the changes needed to be done, and how it would benefit the employees, and this made the decision to sign the contract easier. 
[bookmark: _Toc113212706]4.0. Conclusion
It is clear to manage a successful change you cannot ignore the stakeholders, (Scholes and Clutterbuck, 1998). Communication is what will get your stakeholders to buy into the change if it is clear, concise information and they understand how the changes will benefit themselves as well as the organisation.
Looking at all the models available to help with organisational change, the student chose the John Kotter model for its step-by-step guide. 
Those who say Lewin’s change model has been oversimplified, it is very much the same as Kotter’s model just compacted into 3 sections, an example from the student’s final yearbook and a paper written by Cummings et al (2016), show a chart of all the change models and how they compare, (Appendix I).
If you know what change is required, you can use any change model to help you implement a new change, but you must complete all the steps. When you have done many changes, you may think you don’t need to use a change model, most people will automatically follow the steps unconsciously as they have become used to a certain way of implementing changes if they were successful. 
Keeping the organisational SWOT and PESTLE up to date will keep the organisation in a good place if they need to implement changes at short notice as this will keep them informed of threats and opportunities they may come across. 
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Image showing unemployment rate. The image is taken from Statista.com (Statista research department, 2022)
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Chart showing the economic growth. The image is taken from Statista.com. (O’Neill, 2022).
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SWOT analysis created by the student.
Fig.1. Strengths.
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Fig.2. Weaknesses and opportunities.
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Fig.4. SWOT analysis
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Fig.1. 5 Whys root cause analysis created by the student.
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Description automatically generated]Fig.2. Fishbone diagram created by student to show why the company is losing money.
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Mind map created to get to a solution and the obvious answer was to review employee contracts as this seems to be the root of the issues.
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Stake holder mind map created by the student to establish internal and external stakeholders.
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Description automatically generated]Stakeholder analysis created by the student.
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The student created a stakeholder list of who will communicate with who and how they will communicate with. The timescales go from the first announcement which was 1st June 2020 to the date of Implemented change 1st April 2021. With all meetings and negotiations completed by 1st January 2021.
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A chart sourced from Cummings et al (2016), which shows the difference on each model and 
how they all fit in together.
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GDP growth rate compared to previous year
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homes
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the heating, they now have hive lightbulbs, security cameras, security sensors and more. But
recently there has been news that some of the hive technology will cease to work between 2023
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(King, 2022)
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