Understanding the Management of Change - On the job training

1. 

Change is something that happens every day and it is inevitable. According to the CIPD (2021a) change management must be implemented appropriately and effectively in order to be successful. The CIPD (2021c) suggest as people professionals, we will always be involved at every stage of change within an organisation. Having studied the profession map in depth to gage my knowledge, skills and abilities I was able to arrange a meeting with my line manager to discuss my development needs.

My change standards and current level of impact is currently at the foundation level although I am demonstrating skills at the associate level in some parts. For example, I understand exactly what a business case is and why they are created which is needed at the foundation level, however I do also have an understanding in what is needed for a business case and how to collect the relevant data. However, I have not completed this fully yet but as I have been recently promoted from the role of recruiter to lead recruiter there may be an opportunity to achieve this in the future. 

My line manager agrees with this and has admitted I may struggle to develop this core knowledge area as it is not something I do in my role of lead recruiter. Having completed the assignment on understanding the management of change, I believe I have a better understanding of what change is within an organisation, but I do not think this is something I will be fully involved with in my role. If this is something I want to develop, my manager has advised me to speak to the HR department to see if I am able to complete further training or get involved with any suitable projects. The relates to the CIPD (2020b) and the relationship between management and HR. 

2. 

An example of an impending change within my organisation, there is currently an organisation restructure where we are going from six regions down to three. I have created a SWOT analysis based on this change below.


	Strengths
	Weaknesses

	Strategic plans
Staff development
Knowledge and expertise
More beneficial
Operational
Innovative
Engagement levels
Simpler

	Staff turnover
Knowledge gap
Internal disruption
Staff morale


	Opportunities
	Threats

	Restructure
Organisational development
Innovative plans
New technologies
Workforce planning

	Loss of staff
COVID-19
Competitors
Demographic changes
New technologies
Cost
BREXIT



The CIPD (2020d) provide an excellent template online to follow when creating a SWOT analysis and advise although it is a remarkable yet simple way to identify strengths and weaknesses within an organisation, sometimes too much data can be captured which results in an information overload. 

My line manager was impressed with my SWOT analysis as it clearly demonstrates positives and negatives. The impending change is a current change within my organisation, so it is something we are speaking about daily. There are many reasons as to why organisations change and the CIPD (2021a) explain these in detail. The reason for our organisation to change is due to a number of factors such as a change in strategic objectives, new technologies and possibly because of COVID-10, economic shortfall. We are officially unaware of why this change is happening right now and this may be something I can investigate during the next assignment. An implication HR must deal with is communication and ensuring we are all aware of the situation. From experience, the majority of communication regarding this change has been cascaded through emails and the CIPD (2020a) suggest although this method is impersonal, it is the best way to send bulk messages to all staff. However, my line manager has been to meetings and conferences possibly because he is a senior member of the organisation. This also relates to the various forms of communication, how much information is shared, how often and with who.

As the regions condensing and going from six to three, there has been a lot of talk and rumours regarding redundancy and job loss. This is both a weakness and a threat according to the SWOT analysis. This can also be linked back to communication along with employee engagement. The CIPD (2021a) proclaim people are at the centre of change within an organisation therefore it is important that there is an understanding into the change process. Engagement is a strength which both HR and management must utilise effectively, the CIPD (2020a) advise staff are more likely to support change, commit and feel valued if they are involved. My line manager has held regular meetings with the team regarding the impending change which has definitely boosted morale. 

Another implication for HR to monitor is the performance of the organisation’s restructure to ensure there are no staff or skill gaps as well as guaranteeing we are achieving the business objectives. My line manager and I have identified a few staff gaps within the region, but this is something HR are fully aware of and are actively looking for solutions. Resistance to change is another factor to consider and the CIPD (2021a) mention two forms of resistance which are process and content. Having discussed this point with my line manager, we feel many within the organisation have resisted to the process rather than the content because of how this change has been introduced and no one likes to change. Something else to consider is ensuring staff have the correct skills and knowledge as a result of the change, for example if a manager is expected to take over a new office, then they must be given advice and support on this new office and the demographics in order to succeed. 

Having already explored change management and now having an understanding on the management of change. I have already identified ways in which change processes can be monitored such as staff surveys and focus groups. My line manager has reminded me that a staff survey has recently been dispatched to all staff, the survey is anonymous but gives employees chance to speak up and have a say on the situation. 

There are many HR implications of the change within my organisation as it is on-going. It is also a change that will not happen overnight which is another factor to consider.




3. 

A stakeholder map has been completed for communication the impending change within my organisation using the template map on Moodle originally taken from https://www.shrm.org. The purpose of this map is to understand how to communicate the change which could lead to a better way of doing things. This is something my line manager is interested in receiving feedback.


Stakeholder Mapping Worksheet
Stakeholder Influence/Interest Matrix
For each key stakeholder, characterize them using the following stakeholder influence grid.

	Influence
	High
	Keep Satisfied
	Key Players

	
	Low
	Minimal Effort
	Keep Informed

	Low
	High

	Level of Interest



Stakeholder Grouping
Using the Stakeholder Influence/Interest Matrix, complete the table below. This will help determine stakeholder’s grouping for change communications. 

	Stakeholder Name
	Influence Level
	Level of Interest
	Stakeholder Grouping

	Employees
	Low
	High
	Keep informed

	Line Managers
	High
	High
	Key players

	Senior Management
	High
	High
	Key players

	British Army (partnership)
	High
	High
	Key players

	Candidates
	Low
	Low
	Minimal effort

	Gatekeepers (parents/guardians of candidates)
	Low
	Low
	Minimal effort

	Local schools, colleges, etc
	Low
	Low
	Minimal effort



By completing this simple and straightforward map, there is now a clearer understanding of communication needs regarding the change within my organisation. For example, candidates are highly important to us as they are needed in order for us to achieve our objectives. However, with the impending change this has nothing to do with candidates therefore they are not relevant, especially in comparison to line managers.
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