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Introduction.
Leading and implementing change in the Engineering workplace and the variety of the engineering company reactions that it may result in are both carefully studied in this assignment. It openly considers how the company's leaders may identify the need for change, choose suitable change models, involve stakeholders, and constructively handle resistance. The connections between the employee preparation, communication, company culture, and leadership behaviours are given particular attention.
The argument explores the case that effective change implementation requires a combination of tactical understanding, collaborative leadership, emotional intelligence, and consistent reinforcement rather than just control. The assignment aims to show that the company responses to change are influenced by everyday experiences, perceptions, and relationships of those impacted by the change in addition to formal structures and procedures. It does this by looking at the advantages and disadvantages of developed change frameworks.
Critically analyse the current forces for change in the organisations micro and macro environment that can impact workplace culture and capability.
Micro-environment is those that are within the company-It is important to understand that not all changes are to be communicated and impacted entirely within the company, Hence the term Macro-environment. Which means those outside of the company. (Nguyen, 2025). (see, appendix A)
Motivated by technology innovation, changing consumer expectations, regulatory demands, workforce expectations, and a need to increase efficiency and service quality, organisational change has become a recurring element of recent workplace environments. Even though organisations regularly implement change to stay responsive and competitive, the success of these initiatives is more dependent on how well leaders engage people, handle uncertainty, and match individual behaviour with strategic goals than it is on the technical design of the change itself (Kotter, 1996) .Therefore, leading and implementing change requires more than just giving orders or setting up new procedures, it also involves creating a strong case for change, building trust, encouraging participation, and maintaining steady progress despite the unavoidable disruption that comes with transition (Armenakis, et al 1993)
The engineering company workplace change can take many different forms, such as restructuring, online transformation, a cultural shift, process improvement, leadership development, and adjustments to working procedures. The Employees must adjust their routines, connections, abilities, and occasionally their sense of professional identity in each situation. When the employees believe that change has been imposed without meaningful input or when its aim is unclear, this can lead to anxiety, resistance, and decreased involvement (Lewin, 1947). Resistance shouldn't always be seen as a bad thing because it might offer insightful criticism about the planned change method's practical problems, unresolved risks, or poor communication. (see appendix B- Kurt –Lewin model)
Therefore, rather than viewing resistance as a challenge to be overcome, effective leaders view it as a source of organisational development. In the same way, urgency, steering partnerships, vision, communication, empowerment, quick successes, and cultural implantation are all key elements of (Kotter, 2012) eight-step model. Although effective, it may underestimate the economic, emotional, and cultural diversity of workplace change and run the risk of being overly rigid. (as shown below- Appendix C).
Change in the organisations micro and macro environment that can impact workplace- Culture.
For the engineering company, rising product costs and longer lead times are major change pressures. Inflation, supply chain disruption, shortages of components and raw materials, increased energy and transportation costs, instability in politics, and stricter regulations or sustainability standards are some of the possible causes. Even while these pressures come from outside the company, they have an inside impact through updated goals, different working procedures, more work, and shifting stakeholder and consumer expectations. This section critically looks at how the engineering company's micro and macro environments can be affected by the growing costs and longer lead times, which can then have an impact on workplace culture. It suggests that leadership actions, communication, company structures, and employee involvement all have an impact on culture, and that these changes do not have a straightforward or consistent effect.
Increasing product prices and micro-environment
[bookmark: _Int_TnvZh2aM]The engineering company's micro-environment, which includes leadership, standard management methods, teamwork, communication, incentives, and staff motivation, is directly impacted by rising product costs. Companies frequently use cost reduction, value engineering, supplier revision, lean production, a product redesign, or technology investment as a response to rising input costs. These reactions may increase productivity, but they may also change how workers feel about their jobs on a daily basis. It may be necessary for the engineers, manufacturing workers, purchasing professionals, and project managers to find substitute supplies, cut waste, update designs, or communicate more closely across functional boundaries.
Furthermore, how the high costs is managed will determine how it is to affect the workplace culture. The Employees could see a cost reduction as a danger to their job security, resources, or professional standards if it is only presented as a financial requirement. This can lead to resistance, anxiety, and defensive actions, especially if the employees feel that long-term capability, safety, or quality are being compromised to save money in the short term. On the other hand, cost pressure can promote a culture of creativity, shared accountability, and continuous improvement if the management explain the business case for change and include staff in creating the solutions. Burke and Litwin (1992) make a distinction between operational factors like structure, processes, and management techniques and transformational factors like leadership and culture. According to their theory, cost-focused change is unlikely to be successful if it is imposed through the systems and targets without consideration for leadership and employee experience. This is because changes in the procedures for management and work environment have an impact on motivation and the performance. (Burke, W. W., & Litwin, G. H. 1992).   (see appendix D)
Systems of rewards are also crucial. Employees may put short-term savings ahead of quality, safety, or customer service if they are only compensated for cutting costs. This can be especially risky in an engineering setting since design mistakes, a lack of testing, or pressure to speed up production can raise operational risk. Along with cost effectiveness, a more balanced strategy would promote teamwork, problem-solving, quality enhancement, and safe work practices. This highlights how the micro-environment can either support a learning-oriented culture where the employees are encouraged to find changes without fear of criticism, or it may maintain a blame-oriented, short-term culture.
The micro-environment and increased lead times
The engineering company's working environment may also change because of longer lead times. Delays in material delivery, shortages of employees, shortages of parts, equipment malfunctions, complicated approval procedures, or interruptions in international supply chains can all result in longer lead times. Because shorter, more dependable delivery times enhance customer service and company adaptability, Christopher (2016) contends that lead-time management is essential to competitive advantage. The Engineering company may need to adjust project timetables, enhance estimates, maintain extra stock, change suppliers, or rethink procedures to prevent delays when lead times rise. (Christopher, 2016)
However, the Employees may feel a great deal of strain because of these changes. Production teams can handle competing goals, deal with unexpected shortages, and continue producing despite schedule disruptions. While the engineers may have to quickly find alternate solutions for technology, project managers may have to deal with challenging interactions with the customers. Poor management of these challenges can result in a culture of blame, stress, exhaustion, and decreased involvement. If workers think that delays will be viewed as personal shortcomings rather than structured supply chain difficulties, they can be reluctant to admit issues.
A critical company response would admit that interrelated factors, rather than personal human activities, are frequently the cause of lead-time issues. Therefore, the team leaders should encourage honesty, realistic planning, and problem-solving in teams. Problems can be found and practical solutions can be developed by multidisciplinary teams that include the sourcing, engineering, production, quality assurance, and customer support. By promoting working together to solve problems, this can improve workplace culture. However, the same pressures may undermine trust and promote divided working if the supervisors react by stepping up monitoring, establishing impossible targets, or shifting the blame.
Impact on the macro-environment
Macro-environmental change both influences and contributes to rising prices and longer lead times. These pressures can be explained in terms of political, economic, social, technical, environmental, and legal factors using the PESTEL structure (Johnson et al., 2008). Economic factors that might raise production costs include inflation, interest rates, energy prices, and disruptions in the global supply chain. Lead times may be delayed and supply disturbed by political instability, trade restrictions, and changes in regulations. Environmental regulations may make materials more expensive or request for more sustainable but harder to find replacements.
By changing company goals, the macro-environmental factors could potentially impact workplace culture. The Engineering company may give short-term financial results, risk management, and cost reduction top priority during difficult economic times. This may result in a more rigid workplace where the employees prioritise maintaining existing work and avoiding errors over developing creativity. But external influence might also promote a revival of culture. Environmental regulations may provide the employees a better sense of purpose, especially if the business makes efforts in low-carbon design, energy efficiency, or greener materials. Therefore, the meaning that employees and managers give it influences the cultural outcome rather than just the external pressure.
Most relevant is advances in technology. A process proactive maintenance, real-time stock tracking, and paperless planning resources can all assist the company with lead-time and cost challenges. However, if the employees worry about being watched, losing their jobs, or losing their professional independence, these technologies could potentially lead to cultural conflict. Therefore, leaders need to make sure that the use of technology is supported by advice, training, and a clear explanation of its goal. The Employees might be against technology that could otherwise increase knowledge and lower operational risk if this isn't done.
Culture change as a mediating factor.
The relationship between external forces and company performance is shaped by workplace culture. According to Schein (2017), culture is the set of common beliefs, values, and customs that a group develops in response to both internal incorporation and external adaptation. Attitudes about safety, quality, cost, innovation, structure, and teamwork can all be indicators of the engineering company's culture. They are put to the test by rising costs and longer lead times, which force workers to strike a balance between competing priorities, cutting costs without compromising quality, achieving delivery deadlines while controlling supply restrictions, and increasing productivity without risking safety.
It is also unlikely that the company's culture will be consistent. While manufacturing or safety-relevant team may place a higher priority on standards, trustworthiness, and control, design groups may prefer experiment and flexibility. Tensions between these cultural groups may worsen due to lead-time and cost restrictions. For example, production teams can be worried about the practical effects on manufacturing or quality assurance, while the engineers would suggest design modifications to save material costs. Instead of letting functional teams point the finger at one another for delays or cost increases, efficient leaders must acknowledge these differences, encourage communication, and develop a common approach.
Conclusion
An engineering company's micro and macro environments are impacted by rising product costs and longer lead times. They have an impact on teamwork, employee workload, reward systems, leadership, communication, and management techniques at the micro level. Macro-economic, political, technical, environmental, and legal factors influence them at the macro level, changing customer expectations and company goals. Additionally, the impact of these pressures depends on how the management interpret and react to them, they do not always result in a specific workplace culture. Cost and lead-time concerns can promote creativity, adaptability, and ongoing development when change is openly discussed, and the employees get involved with problem-solving. When unrealistic targets, blaming, or temporary reducing expenses are used to force change, it may damage trust, raise stress levels, and impair company performance. Therefore, a balance between long-term stakeholder value, customer service, employee welfare, and economic reality is necessary for effective change leadership.
Change in the organisations micro and macro environment that can impact workplace capabilities. 
The modern environment in which engineering companies operate is marked by rising product costs and longer lead times. Inflation, supply chain disruptions, shortages of components and materials, increased energy and transportation costs, political uncertainty, shortages of employees, and more demanding sustainability and regulatory requirements are the main causes of these pressures. Even if these factors come from outside the company, they have an inside impact through updated budgets, different working procedures, more work, and shifting stakeholder and consumer expectations. The current factors for change in the macro and micro-environments are examined in depth in this section, and their effects on engineering workplace capacity are reviewed. It presents a case that capability includes more than just technical expertise, it also includes the company's ability to acknowledge change, allocate resources, train employees, change procedures, and produce reliable results in an environment of uncertainty.
Change factors in the micro-environment
Internal factors that impact an employee's ability to do their job, including as leadership, company structure, managerial methods, communication, skills, technology, and teamwork, are referred to as the micro-environment. These internal structures are immediately under pressure due to rising product costs. In response, engineering firms might look for less expensive materials, redesign products, cut waste, negotiate supplier agreements, increase production efficiency, or engage in technology. Different types of capabilities are needed for each response. In particular, quick improvement involves process expertise, data analysis, and employee involvement, whereas value engineering requires for design and technical skills.
Micro-environmental SWOT analysis- Created below based on the current Engineering workplace, in appendices, is a SWOT analysis of the engineering company with a conversion strategy. Using guidance by a Prof Nigel Piercy’s model of change. He is known for Market-Led Strategic Change, Known for Market-Led Strategic Change. Professor Nigel F. Piercy was a British scholar and specialist on marketing approaches, changing strategies, and implementing strategy (Piercy, 2017).  (see, appendix E)
Crucially, workplace capability can be strengthened or weakened by cost-focused change. Cost pressure can promote learning, creativity, and cross-functional cooperation if the supervisors involve employees in finding errors and creating solutions. Senior management may not be aware of the practical knowledge that employees have regarding waste, rework, supplier problems, and production bottlenecks. However, employees may become defensive and put immediate savings ahead of quality, safety, or long-term competence if cost reduction is followed by irrational targets or short-term cost reductions. This is especially dangerous in engineering, where operational and reputational risks can be increased by design flaws, a lack of testing, or pressure to speed up production.
Therefore, the ability to lead is crucial. According to Teece (2007), the capacity of a company to identify opportunities and risks, take advantage of them by allocating resources, and change operations when needed is dependent on its decision rules, procedures, structures, and abilities. Leaders at engineering firms need to be able to assess cost data, identify the underlying reasons for inefficiencies, and encourage workers to make realistic improvements. A leadership approach that focuses only on control and monitoring might reduce costs in the short term, but it is unlikely to develop the adaptability required to deal with disruptions in the future. (Teece, 2007)
The micro-environment is made more difficult by longer lead times. Delays in material delivery, shortages of components, equipment malfunctions, employee shortages, complicated approval procedures, or disruptions in a worldwide supply chain can all lead to longer lead times. According to Christopher (2016), firms compete as supply networks rather than as independent businesses, and efficient supply chain management is crucial for cutting expenses and raising customer value. This means that the capacity to create and produce things is no longer the only way to define engineering capability. Purchasing, administration, planning, stock management, supplier relationship management, and risk assessment skills must also be included. (Christopher, 2016)
Longer lead times can result in more work and stress for employees. The Engineering company may have to quickly find substitute materials or technical solutions, production teams might have to handle divergent goals, and project managers might have to renegotiate timetables with the customers. These challenges require adaptability, problem-solving skills, teamwork, and uncertain decision-making. The ability of the employees to react appropriately decreases if they lack authority, training, or access to reliable information. Therefore, investments in development of talent, a more open decision-making authority, improved access to data, and cross-functional problem-solving would be considered an essential response from the company.
Change-impact factors in the macro-environment
The Engineering company's ability is severely impacted by external factors that are outside of its own control. The PESTLE framework, which considers political, economic, social, technical, environmental, and legal issues, can be applied when evaluating these Key economic factors driving increased product costs include inflation, interest rates, energy prices, and disruptions in worldwide supply chains. Lead times can be prolonged and sourcing disrupted by trade restrictions, conflict over politics, and alterations to regulations. Environmental regulations may also make goods more expensive or force companies to find cheaper but more sustainable substitutes. (Johnson, Scholes and Whittington, 2008).                                                   (see Appendix F- PESTLE Engineering framework based on current workplace) 
The skills the engineering company require are altered by these macro-environmental factors. Supplier relationship management, strategic sourcing, risk assessment, and backup plans are all made more crucial by supply chain uncertainty. The requirement for skill in low-carbon manufacturing, lifespan analysis, sustainable design, and compliance oversight is increased by environmental regulations. Data analysis, digital engineering, automation, and cybersecurity skills are becoming increasingly important because of digital transformation. Developing these skills puts the engineering company in a better position to respond to outside disturbance, failing to do so would make it dependent on outdated processes and more at risk of delays and expense increases.
However, capability is not always enhanced by macro-environmental factors. Additionally, they may encourage a short-term, reactive culture where the company focus on meeting short-term operational and financial demands over long-term growth. As an example, to preserve cash flow at a time of high inflation, a business can cut training spending or put off capital investments. Short-term financial relief can result from this, but it may also damage the very skills required to handle future disruptions. This highlights a key conflict. The company must maintain a balance between investing in the knowledge, structures, and connections that create adaptability and immediate control of costs.


The capability to act as a mediator
The relationship between external forces and company achievement is influenced by workplace ability. Longer lead times and rising expenses may not always transfer into lower efficiency; instead, their effects rely on the company's ability to adjust. Because it recognises sensing, seizing, and changing as essential business actions, Teece's (2007) dynamic capabilities framework is helpful in this situation. Sensing involves maintaining focus on the surroundings and spotting hazards; grabbing means gathering resources and acting quickly and transforming means restructuring procedures, frameworks, and skills to adapt to changing circumstances. This may involve accepting a supplier risk, obtaining substitute materials, redesigning a component, and modifying production schedules in an engineering setting before the customer obligations are significantly impacted. (Teece, 2007)
[bookmark: _Int_FKJ9Aql8][bookmark: _Int_kjP780ID]Additionally, the assignment of capability within the overall company is not consistent. While production teams might be skilled at process management and quality assurance, design teams might be more creative. While customer-facing teams are aware of client priorities, purchasing specialists could be familiar with supplier sectors. Gaps between these skills may be revealed by growing expenses and lead-time challenges. Supervisors must identify these gaps, promote information exchange and build strong teams that can solve issues across limits of function in order to be effective. Without this integration, departments would accuse one another of causing delays or expense increases, which would negatively impact their ability to solve problems as a whole.
Conclusion
The Engineering workplace competence is under extreme pressure due to current factors for change in the macro and micro-environments. Leadership, methods of management, personnel skills, procurement, production, technology, and cross-functional communication are all impacted by rising product costs and longer lead times. The skills needed for competitive performance are changing due to external factors such as problems with supply chains, uncertainty in the economy, regulations, sustainability requirements, and advances in technology. Crucially, the impact of these pressures depends on the company's ability to detect a change, allocate resources, develop employees, and update procedures. The Engineering company are more likely to develop external pressure into long-term growth, adaptability, and improvement if they make investments in flexible skills. Less performance, reduced customer confidence, and greater vulnerability to future disruption are possible outcomes for the company to depend upon reactive reductions in expenses or fail to build employees and supply chain capability.
Evaluate how organisational stakeholders can be efficiently led through complex workplace change
By implementing clear communication, early engagement, realistic planning, and effective leadership, the company stakeholders can be efficiently guided through challenging engineering workplace changes due to higher product costs and longer lead times. Stakeholders are individuals or groups that have the capacity to impact or be influenced by the success of company goals. Change in an engineering company cannot be controlled by technical solutions alone, management must understand stakeholder issues, include them in decision-making, and retain trust in difficult times (Freeman, 1984). According to Christopher (2016), stakeholder engagement becomes even more important as costs and delivery times rise because efficient supply chain management relies on communication between the company and external partners. (Christopher, 2016)
Customers, suppliers, and employees are three especially important stakeholders.
Employees -Because they carry out practice changes, employees are essential. Increased workload, new processes, stricter timetables, and changed budgeting all directly impact engineers, the factory workers, project managers, and purchasing specialists. They should be informed by clear communication that explains the company's actions, the reasons behind the increase in costs and lead times, and how these changes will impact roles and priorities. Employee involvement in problem-solving can increase capacity, lower resistance, and produce practical solutions like process improvements or alternate sourcing procedures. To reduce stress and guarantee quality and safety, leaders should also help, training, and reasonable goals.
Customers -Are important since longer lead times and higher expenses can have an impact on price, service quality, delivery schedules, and customer confidence. Realistic delivery commitments, reliable and honest communication, and frequent updates on progress should all be used to involve them. Instead of making broken promises, leaders should provide solutions, prevention methods, and an explanation of the reasons for the delay. Even when performance is impacted, this approach can maintain trust. According to Christopher (2016), proactive communication is crucial to sustaining long-term connections because customer satisfaction depends not just on price but also on dependability and service. (Christopher, 2016)
Suppliers-Because material availability, costs support, and delivery reliability have a direct impact on engineering lead times and product costs, suppliers are also essential stakeholders. Instead of using only financial pressure, they should be supported by partnership-based contribution. This involves exchanging request estimates, settling on reasonable lead times, creating backup plans, and working together on better transportation or substitute materials. Strong links with suppliers allow for early reactions to disruptions and increase awareness throughout the supply chain.
Therefore, a structured approach is necessary for effective stakeholder management, evaluate the needs of stakeholders, assess their influence and interest, communicate honestly, include them effectively, and monitor the effects of change. This reduces uncertainty, improves interaction, and contributes to the engineering firm in retaining performance during challenging changing.
Appendices.
Appendix A- Model explaining the difference between Micro and Macro environment.
[image: ](Nguyen, 2025)

Appendix B- Kurt –Lewin Model. (Lewin, 1947)
(Lewin, 1947)
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Appendix C- (Kotters 2012) 8 step model to change.
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(Kotter, 2012)


Appendix D- The Burt-Litwin Organisational change model.
[image: ](Burke, W. W., & Litwin, G. H. 1992)
Appendix E- SWOT –Engineering Company -Micro-environmental analysis
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Appendix F- PESTLE Analysis- Engineering company. (current workplace based)
	Factor
	Key forces
	Impact on cost and lead times

	Political
	Trade restrictions, taxes, government facilities investment, purchasing procedures, and political instability.
	Costs for imports might rise, purchasing can be disrupted, and delivery of essential parts can be delayed due to trade obstacles and instability.

	Economic
	Rising interest rates, increased energy, fuel, and basic material prices, exchange rates, and employee shortages are examples of inflation.
	Reduced investments along with supply restrictions can lengthen lead times, while increasing input, energy, transportation, and wage expenses force higher product costs.

	Social
	Lack of skills, changing workplace standards, and customer demands for safety, reliability, and ethics
	Production may be delayed by a lack of qualified engineers and technicians, but customers are demanding more reliable, quicker delivery.

	Technological
	Modern engineering, technology, artificial intelligence, supply chain monitoring in real time, security, and preventative maintenance.
	Technology may improve planning and cut waste, but using it requires funding, education, and safe online platforms.

	Legal
	Regulations related to health and safety, pollution and environmental compliance, product standards, license, and contractual responsibility
	Safety may delay scheduled tasks, increase overhead costs, and increase documentation, testing, and approval requirements.

	Environmental
	Weather-related disruption, low-carbon materials, waste reduction, net-zero and sustainability standards
	The supply chains may be disrupted by extreme weather and environmental regulations, and sustainable resources could prove more costly or less accessible.









References
Armenakis, A. A., Harris, S. G., & Mossholder, K. W. (1993). Creating readiness for organizational change. Human Relations, 46(6), 681–703. https://doi.org/10.1177/001872679304600601 
Burke, W.W. and Litwin, G.H. (1992). A Causal Model of Organizational Performance and Change. Journal of Management, [online] 18(3), pp.523–545. doi: https://doi.org/10.1177/014920639201800306 
Carrier, J. (2019). The Burke-Litwin Organizational Change Framework: A Simple Summary - PeopleShift %. [online] PeopleShift. Available at: https://people-shift.com/articles/the-burke-litwin-organizational-change-framework/[Accessed 11 Oct. 2026].
Christopher, M. (2016). Logistics & Supply Chain Management. 5th ed. Harlow, United Kingdom: Pearson Education. https://www.oreilly.com/library/view/logistics-supply/9781292083827/html/chapter-002.html 
Freeman, R.E. (1984). Strategic Management: A Stakeholder Approach. Cambridge University Press. doi:10.1017/cbo9781139192675 https://www.cambridge.org/core/books/strategic-management/E3CC2E2CE01497062D7603B7A8B9337F 
Johnson, G., Scholes, K. and Whittington, R. (2008). Johnson, G., Scholes, K. and Whittington, R. (2008) Exploring Corporate Strategy Text and Cases. 8th Edition, Prentice Hall, Harlow. - References - Scientific Research Publishing. [online] www.scirp.org. Available at: https://www.scirp.org/reference/ReferencesPapers?ReferenceID=1242479  [Accessed 11 Oct. 2026]. 
Kotter, J. (2012). Leading Change Why Transformation Efforts Fail. [online] Harvard Business Review. Available at: https://irp-cdn.multiscreensite.com/6e5efd05/files/uploaded/Leading%20Change.pdf [Accessed 9 Oct. 2026]. https://irp-cdn.multiscreensite.com/6e5efd05/files/uploaded/Leading%20Change.pdf 
Lewin, K. (1947). Frontiers in Group dynamics: Concept, Method and Reality in Social science; Social Equilibria and Social Change. Human Relations, [online] 1(1), pp.5–41. https://doi.org/10.1177/001872674700100103 
Nguyen, S. (2025). Understanding Of Micro and Macro Factors That Affect Your Business. [online] Mageplaza. Available at: https://www.mageplaza.com/blog/micro-and-macro-factors-affect-your-business.html   [Accessed 11 Oct. 2026]. 
Piercy, N.F. (2017). Market-Led Strategic Change Transforming the process of going to market. Fifth Edition. | Abingdon, Oxon; New York, Ny: Routledge, . Routledge. https://www.taylorfrancis.com/books/mono/10.4324/9780203507766/market-led-strategic-change-nigel-piercy 
Schein, P. and Schein, E. (2020). ORGANIZATIONAL CULTURE & LEADERSHIP 5th Edition by Edgar H. Schein with Peter A. Schein PART 2: WHAT LEADERS NEED TO KNOW ABOUT MACRO CULTURE'S PART 3: CULTURE AND LEADERSHIP THROUGH STAGES OF GROWTH PART 4: ASSESSING CULTURE AND LEADING PLANNED CHANGE SUMMARY CRITICAL EVALUATION DISCUSSION QUESTION'S PART 1: DEFINING THE STRUCTURE OF CULTURE. [online] Available at: https://static1.squarespace.com/static/5df3bc9a62ff3e45ae9d2b06/t/5f77427644fb0f733519de2a/1601651323950/Organizational+Culture+and+Leadership+-+Schein.pdf [Accessed 9 Oct. 2026].
Teece, D.J. (2007). Explicating Dynamic Capabilities: The Nature and Micro foundations of (Sustainable) Enterprise Performance. Strategic Management Journal, 28(13), pp.1319–1350. Doi: https://doi.org/10.1002/smj.640 
image5.png
External
Factors.

External External Factors often create

Factors the need for change.
Leadership Transformational Factors are
Strategic key to the su'ccess of any
Factors Strategy / Organizational change. They're also often
Mission Culture where the objectives of
change are first captured.
Operating
Factors
Individual factors are affected
Individual Individual by many things and are key to
Factors Needs & Values enabling individual
performance.
The ultimate outcome of any
Outputs bl feie change is the impact on

Performance

performance.

Change starts externally and transitions to the individual




image3.png
Refreezing
to make

Unfreezing
to become
motivated
to change

the change
permanent

Cogitive
restructuring
what needs
to be
changed




image6.png
| Micro-Environmental SWOT Analysis:
"‘ Engineering Company

] [

— Focus: Rising Product Costs and Increased Lead Times | |

{& STRENC

R & vovoesses 18

Experienced engineering and technical e Limited cost visibility across projects and
workforce supply chain
Strong quality, safety and compliance culture » Dependence on a small number of critical
o Established client relationships and sector slippliers
reputation ¢ Slow decision-making and siloed departments
* In-house design, manufacturing and © Gaps in digital planning, forecasting and
project-management expertise inventory capability
bilititolloainifromibroletdalivch o Pressure on skilled staff and risk of burnout
Y pro) Y during delays
technical problem-solving
o Reactive rather than proactive lead-time
management
-@; OPPORTUNITIES /|\5 THREATS
= ‘e
Demand for sustainable, low-carbon Economic downtorn and market
engineering solutions volatility
Industry 4.0 automation and efficiency gains Supply Fhain disruption and global
competition
Outsourcing and partnership opportunities © Regulatory changes and compliance risks

PIERCY CONVERSION STRATEGY

Build on Strengths, Convert Weaknesses

O | [N @

o)

Znn ‘

Use technical expertise | Invest in digital Use quality and safety ’ Reduce supplier

and client trust to | forecasting, inventory reputation to retain | dependence, improve
develop value-engineer- | visibility and supplier customers through cross-functional decision-
ring and collaborative developmenttoreduce | transparent communi- making and protect
cost-reduction solutions | lead-time risk nication during delays workforce capability

Based on Piercy’s conversion strategy: change weaknesses into strengths and threats into opportunities





image2.png
Macro Environment

Customers Suppliers
Competitors Employees

Shareholders

Company |





image1.png
PRIFYSGOL CYMRU ———
S Y Drindod Dewi Sant
UNIVERSITY OF WALES

Trinity Saint David





image4.png
III Create IH Build

Establish a feeling of urgency of Formulate a guiding coalition
hurriedness towards change.

IH Form m Enlist

Develop a strategy to bring about Communicate or put forth the vision

KOTTER's change. or strategy for change
8-STEP

MODEL IH Enable Il’ Generate

Empower employees for taking Formulate and generate short-term
action to incorporate changes goals

Sustain m Institute

Capitalize of wins or gainsinorderto  Incorporate new and better changes

produce bigger results in workplace cuture






 


1


 


 


 


Applied Leadership and Management in


 


the 


Workplace


 


Module Assignment Submission 


 


 


Student Name:


 


 


Student Number:


 


 


Module No:


 


BMSK40


1


5


 


Module Title:


 


Academic and Research Skills


 


 


Statement of Confirmation of Authenticity


 


By the act of making this 


submission, the student declares that this is the work of the student 


named above. The work has not, in whole or in part, been knowingly presented elsewhere for 


assessment, or where assessment has been built on a previous assessment, this has been 


identifi


ed. Where materials have been used from other sources it has been properly 


acknowledged. If this statement is untrue, the student acknowledges that an assessment 


offence has been committed.


 


Attention is drawn to the plagiarism and unfair practice policies of both the University and of 


ILM.


 




  1       Applied Leadership and Management in   the  Workplace   Module Assignment Submission     

Student Name:   

Student Number:   

Module No:  BMSK40 1 5  

Module Title:  Academic and Research Skills  

  Statement of Confirmation of Authenticity   By the act of making this  submission, the student declares that this is the work of the student  named above. The work has not, in whole or in part, been knowingly presented elsewhere for  assessment, or where assessment has been built on a previous assessment, this has been  identifi ed. Where materials have been used from other sources it has been properly  acknowledged. If this statement is untrue, the student acknowledges that an assessment  offence has been committed.   Attention is drawn to the plagiarism and unfair practice policies of both the University and of  ILM.  

