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[bookmark: _Toc140144163]Introduction	
The decision to engage either an internal or external consultant for organisational change is a critical one for the Post Office. This consultant will play a crucial role in facilitating and implementing the necessary changes to drive the organisation forward. To make an informed choice, it is important to consider the critical issues associated with selecting either an internal or external consultant. Additionally, a stakeholder analysis model can help identify the key stakeholders with whom the chosen consultant will need to work to ensure successful change. Lastly, understanding the role of power and politics in the change process will contribute to the consultant's success. This essay aims to address these three aspects and provide recommendations for the Post Office. Organisational change can be incremental, transformational or disruptive, driven by competitive pressures, innovation, or strategic shifts. Organisational culture can either facilitate or hinder change initiatives and strategies for managing and transforming it can support successful change implementation.
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I had to interview a member of class. His name is Radu. And Radu said (Appendix A):
Also, I had twelve questions, there are:
1. Tell me about yourself?
Hello, my name is Radu and I'm a University of Wales student. I have prior experience as a customer with Royal Mail (Appendix A, Question 1).
2. What do you think is the problem with Royal Mail?
The biggest problem with Royal Mail is the underpayment of wages, which has caused many strikes and affects customers as they cannot access real mail services. Employers are trying to find better wages for better life conditions (Appendix A, Question 2).

3. How do you think is possible to find a solution?
He finds a consultant to analyse the situation and come up with a plan. There are two options: an internal consultant or an external consultant with bigger experience. Better networking at the regulatory body and government can help come up with a solution (Appendix A, Question 3).

4. How would you describe the importance of the entry an external consultant process?
The most important details in this text are that the MPE is important in an external consultant process, but he may face some issues. He must earn the respect of all the players at stake and show a portfolio of his previous experiences and successful contracts. He may also use this card to explain that he has the connections, networking, politics and power to make decisions to increase wages (Appendix A, Question 4).

5. What factors or elements should be included in the contract to ensure clarity and alignment of expectations between the organisation and the external consultant?
The most important details in the contract are the time limit, margins, request for wages, value of payment, access to data and information and access to data and information. The contract should include a time limit, margins, request for wages, indexes of performance, value of payment, access to data and information and access to data and information (Appendix A, Question 5).


6. In your experience, how can this diagnostic process contribute to the change initiative's success?
The most important details in this text are that an internal consultant may not have the opening to the regulatory body and the power and politics to negotiate at the governmental level bigger wages, but he is in a better relationship with the employees and the leadership of Royal Mail. He may be able to identify solutions for a one-time payment to stop the strikes and fix for a limited amount of time their financial issues. However, wages being still low and once the money from one-time payment will be spent for increased bills and the inflation rise prices, probably the strikes will come again. An external consultant may not have the welcome that an internal consultant had, but if he can bring in a good portfolio of successful contracts, he may be able to convince the regulatory body for raising the wages as less to cover the inflation that happens lately. He has some tools of power and politics to reach a successful increase of the wages (Appendix A, Question 6). 

7. Could you provide examples of how consultants design interventions for organisational change?
The most important details of a consultant design intervention for organisational change are the internal consultant's role in centralising requests and issues, identifying internal sources for one-time payment, managing and negotiating with the leadership of the Royal Mail, and working with the financial departments and top management. The external consultant's role is to analyse the requests of the workers, talk with the management, and lobby the government and regulatory body to identify resources that can allow sustainable on long term increases in wages (Appendix A, Question 7).

8. From your perspective, what are the critical factors to consider when implementing change interventions with a consultant?
The most important details in this text are the critical factors that consultants will face when implementing change. For an internal consultant, the most important factor is the limited number of resources available and the need to find the understanding from the top management to relocate sources. For an external consultant, the most important factor is to bond with the employees and gain access to internal data. Finally, the consultant must have the networking necessary to convince the regulatory body to work towards finding resources and founding to support the increase of the wages. These factors are essential for consultants to be successful in implementing change (Appendix A, Question 8).


9. Have you encountered any unexpected or emergent issues during the consultant process?
The most important details in this text are the issues that may occur for an internal consultant, such as their own bias, lack of access to the government and regulatory body, lack of experience and lack of access to the competition. Additionally, the external consultant may need to bond with the employees to make them trust him and have access to the internal data and to accurately calculate the financial needs for increasing the wages. Finally, the management of Royal Mail may not be willing to share feedback and information with the consultant (Appendix A, Question 9).

10. In your opinion, how can organisations ensure that the evaluation process provides valuable insights for future improvement?
The most important details in this text are that an organisation can use tools to evaluate the process and see future improvement in the case of an internal consultant. This can be done by mobilising the funding needed for one-time payment and evaluating the expected inflation rate, dynamic of the market, increased necessity of the employees, and the satisfaction of the customers. Additionally, evaluation can be made during the process with indexes like inflation rate, dynamic of the market, increased necessity of the employees, and the satisfaction of the customers. Finally, the evaluation processors should be connected to the satisfaction of the employees and the satisfaction of the customers to ensure that the real menu be able to provide services without discontinuities (Appendix A, Question 10).

11. What is your conclusion?
The most important details in this text are that the internal consultant can have a fast connection with the employees and may have a good connection with the leadership of Royal Mail. However, the external consultant may have a bigger and better experience in fixing this kind of issues but may not have the connection with the employees and management team of the Royal Mail. He may also have the connections and everything it takes for power and politics to negotiate and increase on wages that can fix the problem on a longer term with the regulatory body and the government itself. Finally, the external consultant may have the advantage of thinking out of the boxing finding Solutions as he may have managed to fix those kinds of issues in other business environments (Appendix A, Question 11).

12. What do you recommend?
The most important details are that an external consultant is recommended because they are not biased and may be able to find a solution for increasing wages. 
This may lead to happier employees, happier customers and a more viable business. Increased wages d not just fix the problem for the moment, but for a longer time, leading to happier employees and customers (Appendix A, Question 12).

My conclusion is well supported and highlights the advantages of hiring an external consultant to address the issue of underpayment of wages at Royal Mail. By bringing in an external consultant with expertise and experience in resolving similar issues in other business environments, we can gain fresh perspectives and ideas to find effective solutions. This approach allows for an unbiased evaluation of the situation and has the potential to lead to improved employee satisfaction, customer satisfaction and overall business viability.
It is essential that we address the challenges that both internal and external consultants may face during the change initiative. Providing the necessary resources and support to overcome these challenges will enhance our chances of successfully implementing the change interventions.
I find your mention of evaluating the process using tools and measuring factors such as inflation rate, market dynamics, employee needs, and customer satisfaction to be crucial. This evaluation process will provide valuable insights for continuous improvement and ensure that our future actions align with the needs and expectations of both employees and customers.
Overall, I believe that recommendation well rounded and thoughtful, offering a comprehensive approach to tackling the underpayment issue at Royal Mail. By considering the portfolio and success record of the external consultant, setting clear expectations in the contract and proactively addressing challenges, we can enhance our prospects for positive change and long-term success.
More research needs to be done to establish whether, I recommend hiring an external consultant with experience in resolving similar issues to address the problem of underpayment of wages at Royal Mail. I believe that this approach can lead to long-term solutions, happier employees and satisfied customers.



[bookmark: _Toc140144165]Stakeholder Initiatives 

To categorise stakeholders based on power and interest in Royal Mail, we can use a Power-Interest Matrix (Figure 1) based by Scholes et al. (2001). This matrix helps identify stakeholders who have varying levels of power and interest in the organisation's activities. Here's how stakeholders can be classified: 
Figure 2: Maping Stakeholder

[bookmark: _Toc139955222][bookmark: _Toc139955243][bookmark: _Toc139955325]Figure 2. Source. Stakeholder mapping adapted by Scholes et al. (2001, p.1). 

Stakeholder Analysis Model:
The Power/Interest Grid is a useful model for stakeholder analysis. It classifies stakeholders based on their level of power and their level of interest in the organisation's activities. This analysis allows consultants to prioritise stakeholders and determine the most effective strategies for engaging and managing their involvement by analysed Stanley et al. (2022, p.2).
1.1 High Power, High Interest: 
Stakeholders falling into this category possess both high power and high interest in the change initiatives. They can significantly influence the outcomes and have a vested interest in the success of the organisation. In the context of Royal Mail, the following stakeholders can be identified:

Employees and Trade Unions
As the workforce directly affected by underpayment of wages, employees and trade unions have a high interest in the change initiatives. They have the power to disrupt operations through strikes and protests. Consultants need to work closely with employee representatives and trade unions to address their concerns, gather feedback and gain their support.

Customers
Royal Mail's customers rely on its services, and any disruptions caused by strikes or organisational instability can impact their satisfaction and loyalty. Consultants must engage with customers to understand their expectations and communicate the benefits of the proposed changes, ensuring minimal disruption to service quality.

Regulators and Government Bodies
These stakeholders have the power to enforce regulations, influence policies and provide funding or support to Royal Mail. Consultants should establish effective communication channels with regulatory bodies to ensure compliance and gain their support for change initiatives. Stakeholders with different Power and Interest:

High Power, Low Interest: 
Stakeholders falling into this category possess high power but may have limited interest in the change initiatives. Although their involvement may not be as critical, consultants must ensure that they are kept informed and satisfied with the progress. In the context of Royal Mail, examples include:
Shareholders and Investors
Shareholders and investors have the power to influence strategic decisions and financial support for the organisation. While their primary interest may be financial returns, consultants should provide regular updates to maintain their confidence and mitigate any potential resistance.



Suppliers and Partners
Suppliers and partners contribute to the smooth functioning of Royal Mail's operations. Although they may not be directly impacted by wage underpayment, consultants should maintain strong relationships and ensure their support during change initiatives.

Low Power, High Interest: 
Stakeholders in this category may not possess significant power but have a high interest in the change initiatives. Although they may not directly impact the success of the initiatives, their support and engagement can be valuable. In the context of Royal Mail, examples include:

Non-Governmental Organizations (NGOs) and Advocacy Groups
NGOs and advocacy groups concerned with labour rights and fair wages may take an interest in Royal Mail's change initiatives. Consultants can engage with them to showcase the organisation's commitment to addressing wage underpayment and gain their endorsement.

Media and Public Opinion
Media coverage and public perception can influence the success of change initiatives. Consultants should actively manage relationships with the media and communicate transparently to maintain a positive public image.
This analysis has identified that Stakeholder analysis is a crucial tool for internal and external consultants at Royal Mail to identify and engage with key stakeholders during change initiatives (Jaag and Finger, M (2017).

Low power, low interest: 
Context: "low power" and "low interest" refer to energy consumption, political influence, or other factors, not just energy consumption.
Political Parties
Political parties are organisations that represent a particular set of political ideologies and aims. They often compete in elections to gain political power and influence government policies.
Media
There are lots of ways to communicate through media, like TV, radio, newspapers, magazines, and the internet. Information is dispersed, public opinion is shaped and entertainment is provided.



Competitors
Competitors are companies or entities that operate in the same industry and offer similar products or services. In the context of Royal Mail, some of its competitors in the UK postal and courier sector include companies like DHL, FedEx, UPS and smaller local courier services (Hearn, 2023)
Help Desk
A help desk is a customer support service that aids and resolves issues faced by customers. Help desks can be either physical locations or virtual platforms where customers can seek technical support or get answers to their queries.

Administrative
Administrative tasks generally refer to the routine operational activities required to manage and run an organisation efficiently. This includes tasks related to record keeping, document management, budgeting, human resources and general office management.

By categorising stakeholders using this Power-Interest Matrix, Royal Mail can develop appropriate engagement strategies tailored to each group. This approach ensures that stakeholders are appropriately involved and their concerns are addressed, leading to better outcomes and stakeholder satisfaction hold the view that Forsyth, (2012).
To understand the critical issues based by Ellis (1998), an interview with a class member who possesses knowledge and experience in organisational change is conducted. Some of the key considerations that emerged from the interview include:
Objectivity and Fresh Perspective: 
External consultants often bring an unbiased viewpoint and can challenge existing assumptions, whereas internal consultants may be influenced by organisational politics and existing relationships.

1. Expertise and Knowledge: 
External consultants may have specialised expertise and experience in change management, while internal consultants possess in-depth knowledge of the organisation's culture, systems and processes.


2. Cost and Time: 
Hiring an external consultant can be expensive, requiring financial resources and time to establish rapport and understanding. Internal consultants may be more cost-effective and readily available, potentially reducing the time required for onboarding.
3. Confidentiality and Impartiality: 
External consultants can provide a higher level of confidentiality and impartiality, reducing concerns about internal biases and conflicts of interest.
Informational strategy is simply a strategy of informing someone about something through press releases, newsletters and reports.

Persuasive strategy is where the practitioner tries to change and tune the knowledge, attitude and behaviour of stakeholders in a way that is favourable to the organisation.

Dialogue strategy is where both parties mutually engage in an exchange of ideas and opinions. This involves active consultation of stakeholders working towards a process of mutual understanding and mutual decisions rather than strategic self-interest on the part of the organisation. 

When considering stakeholders in the context of internal and external consultants, it's important to identify and analyse the individuals, groups or entities that can significantly impact or be impacted by the consulting process. One commonly used stakeholder analysis model is the Power-Interest Grid argues by Scholes et al. (2001). Which categorises stakeholders based on their level of power and interest in the project. Let's apply this model to identify the stakeholders for internal and external consultants:

[bookmark: _Toc139955333]Table 1. Source: Stakeholders by Royal Mail (Prezi, 2023).
	Stakeholders

	Internal Consultant
	External Consultant

	Top Management/Executive
	Client Organisation Leadership

	Middle Management
	Project Sponsor

	Employee/Staff
	Employees/End Users

	Employees Representative/Unions
	Regulators Bodies

	Human Resources
	Government Agencies

	
	Suppliers and Partners



Internal Consultants:
Top Management:
· The top management of the organisation holds significant power and interest in the consulting process by Prezi (2023). They are responsible for making strategic decisions and allocating resources, so their support and engagement are crucial for the success of the internal consultants.
Middle Managers:
· Middle managers play a key role in implementing changes suggested by the consultants. They have the power to influence their respective departments or teams and can provide valuable insights and resources to support the consulting process.
Employees/Staff:
· The employees and staff members who will be directly affected by the consulting initiatives are important stakeholders. Their cooperation, participation, and acceptance of the proposed changes are critical for successful implementation.
Employee Representatives/Unions:
· If there are employee representatives or unions within the organisation, they need to be engaged as stakeholders. They may have concerns about the impact of the consulting process on employees' rights, working conditions or job security.
Human Resources:
· The HR department is often involved in managing the internal consulting process. They are responsible for coordinating communication, facilitating training and addressing any HR related issues that may arise during the consulting process (Prezi, 2023, p.1).
External Consultants:
Client Organisation Leadership:
· The leadership team of the client organisation holds significant power and interest in the success of the consulting project. They are the ones who have engaged the external consultants and will make decisions based on their recommendations.
Project Sponsors:
· Project sponsors provide financial resources and support for the consulting project. They may be senior executives or board members who have a vested interest in the project's outcomes.
Employees/End Users:
· Like in the case of internal consultants, external consultants will work with employees and end users who will be impacted by the proposed changes. Their involvement, feedback and acceptance are crucial for successful implementation.
Regulatory Bodies/Government Agencies:
· Depending on the nature of the consulting project and the industry, regulatory bodies or government agencies may have a significant interest in ensuring compliance, quality or adherence to industry standards.

Suppliers and Partners:
· If the consulting project involves changes in the supply chain or relationships with external partners, these entities become important stakeholders based by Prezi, (2023, p.2). Their cooperation and alignment with the proposed changes can impact the success of the project.
· It's important to note that stakeholder analysis should be tailored to the specific context of the organisation and consulting project. Other relevant stakeholders may exist based on the industry, organisational structure or specific circumstances surrounding the engagement of consultants (Prezi, 2023, p.3).

It appears that both internal and external consultants engage with a range of stakeholders throughout the consulting process. The involvement and support of these stakeholders are crucial for the success of the consulting initiatives and the implementation of recommended changes by analysed Alistair Robertson and Ben Leaman (2007).
Due to their role in strategic decision-making and resource allocation, top management plays a significant role in the consulting process. The middle management is responsible for implementing many the changes. The cooperation and acceptance of employees and staff members who are directly affected by the consulting initiatives are also vital. Employee representatives or unions need to be engaged to address concerns related to employee rights and job security. Additionally, the HR department plays a role in coordinating communication and managing HR related aspects of the consulting process by Bourne and Haddon, (2009).
External consultants work closely with the leadership team of the client organisation, as they are the ones who have engaged the consultants and will make decisions based on their recommendations. Project sponsors provide financial resources and support for the consulting project. Employees and end users, like internal consulting, are important stakeholders whose involvement, feedback and acceptance are necessary for successful implementation. Regulatory bodies or government agencies may also have an interest in ensuring compliance or adherence to industry standards. Suppliers and partners become stakeholders if the project involves changes in the supply chain or external relationships (Lucking-Reiley and Spulber, 2001).
It is important to note that stakeholder analysis should be tailored to the specific context Royal Mail of the organisation and consulting project. Other relevant stakeholders may exist based on the industry, organisational structure or specific circumstances surrounding the engagement of consultants. Understanding and effectively engaging these stakeholders contribute to the overall success of the consulting process and the achievement of desired outcomes analyse by Lucking-Reiley and Spulber (2001, p.1).
You have provided a comprehensive overview of various stakeholders related to Royal Mail. Here's a breakdown of the stakeholders you mentioned:
Future Generations
Future generations are impacted by the actions and decisions made today. Ensuring sustainability and considering the environment are responsibilities for both current and future generations.
Environment
The natural world is a growing concern and efforts are being made to reduce adverse effects on ecosystems. Royal Mail has implemented strategies to minimise environmental impact, such as reducing energy and water usage and working with customers and suppliers to address environmental concerns.
Directors
Director responsibilities include managing the company's daily activities and finances. To promote and achieve business objectives, they utilise their skills, experience and judgment.

Employees
The term employee refers to an individual who is employed by a company and receives a wage in return. They have an interest in the business and they want to be paid. Private sector employees feel more valued and receive benefits such as shares, discounts and medical schemes.
Community
The community includes residents, community groups and business owners who can be influenced by the business's actions. Royal Mail's operations and decisions can impact the community.
Suppliers/Creditors/Bank
Suppliers provide products or services to the company, while creditors are parties to whom the company owes money. Banks may lend to a company. Suppliers and creditors care about timely payments and the company's financial position.

Shareholders
Shareholders invest in the company through shares and are interested in the company's performance to receive dividends and potentially increase the value of their shares examined by Strittmatter, Fahlén and Houlihan, (2021).
1. Customers: 
Customers are individuals or organisations that purchase goods or services from the company. They are interested in the quality, price and continuity of the goods or services offered. Royal Mail serves customers across the UK.
2. Competitors: 
Competitors are other organisations that are in commercial or economic competition with the company. Their performance can directly or indirectly affect the company's performance.
3. Government: 
The government sets policies, taxes and regulations. In the case of Royal Mail, the government has been involved in the company's privatisation and may have a stake in its operations.
It is important to consider and address the needs and concerns of these stakeholders to ensure the success and sustainability of the organisation by (Strittmatter, Fahlén and Houlihan, 2021).
[bookmark: _Toc140144166]Critically Evaluation

Stakeholder analysis is a vital tool in identifying and understanding the stakeholders involved in an organisational change initiative examined by Burnes, (2017). This analysis helps internal and external consultants at Royal Mail to recognise the key individuals and groups who can significantly impact the success of their efforts. This essay critically examines the stakeholders that internal and external consultants need to work with to ensure success, using a relevant stakeholder analysis model in the context of Royal Mail.

More research was required to determine the efficacy of utilising the Power/Interest Grid, consultants can prioritise their efforts and develop effective strategies for communication, collaboration and gaining support by Burnes (2017). It is important for consultants to recognise that stakeholder dynamics can evolve throughout the change process, requiring ongoing analysis and adaptation to ensure the success of the initiatives at Royal Mail.
In dynamic business environment, organisations often seek the expertise of change agent consultants to drive internal and external transformations by Armistead and Meakins (2007). The Post Office, like any other organisation, faces numerous challenges and complexities that require effective change management. 
This essay critically evaluates the different ways in which power and politics can contribute to the success of internal and external change agent consultants in the context of the Post Office (Fenton, 2019).
1. Power as a Facilitator of Change: 
Power dynamics play a crucial role in change management initiatives. Change agents need to possess certain sources of power to influence stakeholders and implement effective strategies. In the Post Office, power can be derived from several sources, such as formal authority, expertise and relationships-based Darlington, (1993). Change agents who possess formal authority, such as senior management, can leverage their position to drive change and ensure organisational support. Their ability to allocate resources, make decisions, and set priorities enhances the chances of success for change initiatives.
Additionally, change agents with specialised knowledge and expertise in areas relevant to the Post Office's challenges can wield power through their ability to provide valuable insights and guidance. Expertise, combined with effective communication skills, helps change agents gain credibility and influence stakeholders to embrace change (Ferhanoğlu et al. 2014).
2. Politics as an Enabler of Change: 
Politics, often viewed negatively, can also serve as an enabler of change within organisations. Understanding and navigating organisational politics is vital for change agents to build alliances, overcome resistance and create a supportive environment. In the Post Office, change agents must identify key stakeholders and analyse their interests, relationships, and power dynamics. By doing so, they can strategically align their change initiatives with stakeholders' priorities and mitigate potential resistance (Boykoff, 2008).
Networking and relationship-building are critical political skills for change agents. Developing strong alliances with influential stakeholders, both formally and informally, increases the likelihood of gaining support and overcoming opposition studied by Dowding (2019); Building coalitions and actively engaging stakeholders in the change process can foster a sense of ownership and commitment, leading to a higher success rate of change initiatives.
3. Overcoming Resistance through Power and Politics: 
Resistance to change is a common challenge faced by change agents in any organisation, including the Post Office. 
Power and politics can be harnessed to address and overcome resistance effectively. Change agents with power can utilise their authority to enforce change, set expectations and hold individuals accountable for their support or resistance based by (Dowding, 2019)

However, it is essential to exercise power judiciously, as excessive use can lead to resentment and further resistance.
Political acumen is crucial for change agents to navigate resistance. By understanding the underlying reasons for resistance, change agents can tailor their strategies to address specific concerns. Engaging in dialogue, actively listening to stakeholders and incorporating their input can help mitigate resistance and build consensus. Moreover, leveraging influential stakeholders' power and relationships can influence resistant individuals or groups to reconsider their position and support the change based (Dowding, 2019, p.1).
4. Ethical Considerations in Power and Politics: 
While power and politics can contribute to the success of change agent consultants, it is essential to consider the ethical dimensions of their use. Change agents must exercise power responsibly, ensuring that it is used to benefit the organisation and its stakeholders rather than for personal gain. Transparency, fairness and integrity should guide their actions, maintaining trust and credibility throughout the change process by Agocs, (1997). 
In that context, the use of politics should be ethical and focused on creating a positive environment for change. Change agents must avoid manipulation, favouritism or any actions that undermine the integrity of the change process. Striving for transparency, inclusivity and open communication helps build a culture of trust and collaboration, fostering a successful change implementation (Agocs, 1997, p.1).
This analysis has shown that Post Office, power and politics play integral roles in the success of internal and external change agent consultants. Power can be derived from formal authority and expertise, enabling change agents to influence stakeholders and gain organisational support based by Cameron, (2020). Politics, when applied ethically, allows change agents to navigate resistance, build alliances and create a conducive environment for change. By leveraging power and employing political acumen, change agents can overcome obstacles, address resistance and drive successful transformations in the Post Office. It is essential, however, that power and politics are employed responsibly and ethically, focusing on the betterment of the organisation and its stakeholders.
	

	


Navigating Organisational Dynamics: 
1 Internal Change Agents: 
Internal change agents at Royal Mail, such as employees and leaders familiar with the organisation's culture, structure and stakeholders, have the advantage of understanding the power dynamics at play and compared by Lucio et al. (1997). They can identify influential individuals, build relationships and leverage existing networks to navigate the organisational landscape. By understanding the informal power structures and political alliances within Royal Mail, internal change agents can align their initiatives with the interests and agendas of key stakeholders, thereby increasing their chances of success.

External Change Agents: 
External change agents, although initially unfamiliar with Royal Mail's specific power dynamics, bring fresh perspectives and unbiased insights. Their external position allows them to challenge existing power structures and propose innovative solutions. To be successful, external change agents must establish credibility and legitimacy within Royal Mail. They can leverage their experience, industry knowledge and proven track record to gain the attention and respect of key decision-makers. This external influence, combined with their ability to think outside the box, can help them introduce and drive necessary changes by Armistead et al. (1999). 

2. Mobilising Support: 
Internal Change Agents: within Royal Mail possess the advantage of pre-existing relationships and a deeper understanding of the organisation's culture and values. They can leverage these relationships to build coalitions and gain support from influential stakeholders. By aligning the change initiative with the strategic goals of Royal Mail and effectively communicating its benefits, internal change agents can mobilise support from both employees and top management. Additionally, their knowledge of the political landscape allows them to identify potential sources of resistance and address them proactively (Hodges, 2017).

2.2 External Change Agents: 
External change agents at Royal Mail may face challenges in mobilising support due to their limited pre-existing relationships within the organisation. However, they can compensate for this by Hodges (2017, p.1), establishing their credibility, expertise and a clear understanding of Royal Mail's needs and concerns. External change agents must actively engage with stakeholders, listen to their perspectives and demonstrate the value of the proposed changes. 
By leveraging their industry experience and successful track record, external change agents can inspire confidence and gain the support needed to drive change based by Billings and Capie, (2009).
	



3. Driving Change Effectively: 

Internal Change Agents: 
Internal change agents at Royal Mail have a deep understanding of the organisation's structure, systems and processes. This knowledge enables them to identify potential barriers to change and design interventions that align with the existing infrastructure. They can utilise their political savvy to navigate bureaucratic hurdles, gain access to resources and effectively implement the change initiative. Additionally, their familiarity with the organisation's culture allows them to introduce changes in a manner that resonates with employees and minimises resistance (Vedd, 2005).

External Change Agents:
External change agents can bring fresh perspectives, industry best practices, and innovative approaches to Royal Mail's change initiatives. Their external vantage point allows them to challenge established norms, question existing power dynamics and propose transformative changes. By utilising their experience and credibility, external change agents can persuade key stakeholders of the necessity for change and rally support by Lucio (2000). Furthermore, their lack of entrenched biases can foster innovation and inspire employees to embrace new ideas.

Overall, the essay discusses the organisational change process at the Royal Mail group, focusing on the company's privatisation and modernisation efforts based Raco (2013). The privatisation of the company was driven by factors such as financial constraints, the need for flexibility in operations and the desire to avoid clearance procedures from the European Commission. However, the privatisation faced resistance from employees, particularly from the Communication Workers Union (CWU), which led to industrial unrest (MacKenzie, 2010).
The essay highlights the three-step model of change proposed by Kurt Lewin (Burnes, 2020), which includes the unfreezing, moving and refreezing stages. It suggests that Royal Mail was in the moving stage, implementing new methods brought about by modernisation and changes in the environment. The goal of the modernisation efforts was to increase sales volume, improve efficiency and adapt to technological advancements.

The essay also discusses leadership, framing and sense-making in relation to organisational change. It emphasises the challenges faced by the company and the differing views of managers regarding the impact of organisational change. It mentions continuous transformation changes and punctuated equilibrium as possible approaches to change.
Resistance to change is identified as a significant obstacle at Royal Mail, with union resistance, poor management employee relationships, negative attitudes toward technology and employee discouragement of modernisation plans all contributing to the resistance. The essay concludes by highlighting the potential benefits of privatisation, such as increased competition and productivity, but acknowledges the challenges and forces that can impede organisational change.
It is important to note that the information provided in the essay is based on the perspective and understanding presented in the text. Royal Mail's specific situation and the outcomes of its organisational change may have evolved or changed since the knowledge cut off in September 2021. Research by Stanley (2022).









[bookmark: _Toc140144167]

Conclusion 

In the context of Royal Mail's challenges with underpayment of wages, the success of internal and external change agents relies on their ability to navigate power dynamics and leverage politics effectively. Post Office should carefully consider the critical issues associated with selecting either an internal or external consultant. Both options have their advantages and challenges. Conducting a stakeholder analysis will help identify the key stakeholders involved in the change process, enabling effective communication and engagement. Understanding power dynamics and politics is crucial for the success of both types of consultants.
[bookmark: _Toc140144168]Recommendation
Based on the findings, it is recommended that the Post Office considers a hybrid approach, combining internal and external expertise. Internal consultants can provide organisational knowledge and foster employee engagement.
Stakeholder analysis is a crucial tool for internal and external consultants at Royal Mail to identify and engage with key stakeholders during change initiatives. Based by (Chinyio and Olomolaiye, 2009), utilising the Power/Interest Grid, consultants can prioritise their efforts and develop effective strategies for communication, collaboration and gaining support. It is important for consultants to recognise that stakeholder dynamics can evolve throughout the change process based by Hodges (2017, p.2) requiring ongoing analysis and adaptation to ensure the success of the initiatives at Royal Mail.
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Radu speech by transcription:

Question 1
Hello, I'm Radu and I'm a student at the University of Wales. I have previous experience and actual experience working with Royal Mail as a customer multiple time.
Question 2 
I think the biggest problem is the underpayment with Royal Mail, which led to so many strikes like this and affects me as a customer a lot. The wages are not big enough, so the employers are not very happy. They try to find better wages for better life conditions during those strikes and this affects the customers as we can't access real mail services.
Question 3
The answer for question would be to find, uh, some consultants that can analyse the situation and to, to come up with a plan. And of course, we have two options. We have the option of an internal consultant that, uh, can analyze the situation that related to those low wages, or we can go further on to find an external consultant with way bigger experience. And, uh, maybe, um, with some, uh, better networking at the regulatory body and, uh, the government that can come up, um, with, uh, with the solution for this, uh, low wages.
Question 4
My answer to your question, which is how you would describe the importance of the MPE in an external consultant process. I think it is very important and I think same time that he may face some issues. Probably he would not be very as the employees and the management won't feel like he belongs in the team of Royal Mail. He may have to play the card of his experience; he must earn the respect of all the players at stake. Showing a portfolio maybe, talking about his previous experiences and successful contracts. And I think it's very important because he can come with the thinking out of the box and same time, he may have a better macro view over the issue. We all know that the wages can only be increased with the approval of the regulatory body, which is a government organization, so he may also use this card to explain that he may have the connections and the networking. 
The politics and power as we learn, to make the ones that can take the decisions to make possible increases of the wages.
Question 5
The factors that are to be included in the contract should be, of course, the time factor because I think it's quite an emergency to stop those strikes. So, the consultant should have in the contract a time limit, a deadline to analyse and to find a solution for the problem. I think another factor or element that should be in the contract should be the margins that the Royal Mail can afford to negotiate those wages. I think in the conditions of the contract, one of the elements of the contract should be the request that the employees are having regarding their wages and some indexes of performance regarding the increases negotiated.
I think also in the contract must be, of course, the value of the payment that the consultant will get. And, of course, it must be very well defined in the contract the access to data and information needed for consultant to be able to do his job. 
Question 6
I will answer the next question, approaching both sides of the consultancy, both external and internal. So, in my experience, I think if it's an internal consultant, of course he may not have the opening to the regulatory body and he may not have the power and politics to negotiate at the governmental level bigger wages, but he is in way better relationship with the employees and the leadership of Royal Mail. He knows in an intimate way the nature of the problems that the employees are facing and he may have more opening from his colleagues to talk about the issues. He probably, he can identify together with the management some solutions for a one-time payment that workers may get to stop the strikes and probably to fix for a limited amount of time their financial issues.
Of course, being a one-time payment, they don't need the acceptance of the regulatory body and they may find the resources seen between the Royal Mail resources to do it. Same time, wages being still low and once the money from one-time payment will be spent for increased bills and the inflation rise prices, probably the strikes will come again. I would say that one thing we must think about, it's also the bias, because he will manage and find a solution that he will benefit of. So, it may not be very objective. On the other side, the diagnostic process change, if it comes from an external consultant. 
It may not have the welcome that an internal consultant had, but if he can bring in a good portfolio of successful contracts he had before.
If he can manage to convince the regulatory body for raising the wages as less to cover the inflation that happens lately, it's more probably that it will be a better solution on the long term and the strikes won't occur so soon. And I think he has some tools of power and politics to reach a successful increase of the wages.
Question 7
The example that I can think of for a consultant design intervention for organizational change would be in the case of an internal consultant. He is talking with the colleagues, making sure he is centralised and he has a good working sheet of the requests and issues. and then probably to identify the internal sources for one-time payment and to manage and to negotiate with the leadership of the Royal Mail to implement and to give away to the workers this one-time payment. Probably he must work with the financial departments and with the top management, being in contact at the same time with the workers and making sure the payments are well scheduled and satisfactory for everyone.
While the external consultant probably must analyse the requests of the workers, he needs to talk with the management to see what the future developments are and how the human resources will be managed on a long term. And then he probably must do some networking and lobby the government and regulatory body to identify together with the members of the government the resources that can allow sustainable on long term increases of the wages.
Question 8
The critical factors that consultants will face implementing change will be I think in the case of internal consultant the sun critical Factor will be of the limited amount of resources secant.
Having play for fixing the issue of the lower edges.
It's very likely that Royal Mail being in a very competitive environment having many competitors may not have high margin of profits and founding in order to satisfy the wages increases another critical Factor it may be to find the understanding from the top management to probably relocate some sources because for sure some money are for investments for technique technological development and more they assure that should be cuts so that he can make available those money for one-time payment for the workers for the employees.
Uh critical factors for an external consultant on the other way will be to make sure he can bond to the employees we can find create the connection that internal consulted already has to earn the trust of the employee so he can deeply understand the nature of the problem another critical issue. It seemed to get access to all the internal data, so he can build up some calculations that will lead to an accurate view of what are the financial needs for this wedge increases.
Another critical factor for an external consultant would be to have the networking necessary to put them in the play the politics and powers to convince the regulatory body to work towards finding resources and founding to support the increase of the wages and I think those are the critical fact.
Question 9
the issues that may occur for an internal consultant may be that the first one I can think of is that his own and bias so whatever solution he will find Nord to satisfy the financial request.
it's an issue because he is one of the people that benefits of it, so he may not have an overall subjective look over the companies interest another issue. It is of course that he doesn't have access to the government and regulatory body, and he doesn't have the experience so for protein this kind of problem in different environments. He may as well regarding the position he has in the company. He may not have a very good view over the competition.
The external consultant would encounter another issue first issue, it will be to bonds to the to the employees to make the employees trust him and to have access to the internal data. He needs to accurate calculate the financial needs for increasing the wages and another issue it may be that the management of Royal Mail won't be very willingly to share with him all the feedback and the information he may need in the process.
Question 10
Answering to the question I think organisation. Has some tools to evaluate the process and to see the future improvement in the case of an internal consultant. I think it's the way easier for organization because all it must do is to mobilize the founding needed for one-time payment so in this aspect organisation can do very little and the way to evaluate the process is to see the workers will go to strike again in a nearby future or not. I mean the satisfaction of the employees will be obvious in what will happen in the coming months.
in the solution with an external consultant.
Oh, evaluation can be made during the process having some indexes like what the expected inflation are rate. What is Dynamic of the market and you can evaluate during the process of course? What would be the increased Ness of the employees so you can have a realistic increase of the wages that keep up with the with the costs of living and in the future the evaluation processors, so it's connected to the satisfaction of the employees and why not even by the satisfaction of the customers to the end if the customer should be happy and the employees don't go to strike and the real menu be able to provide the services without discontinuities. This is a factor that can be part of the evaluation. Also, future improvement.
Question 11
My conclusion is that the internal consultant can have very fast connection with the employees. He already knows the nature of the problems and he may have a very good connection with the leadership of Royal Mail so he may have a faster solution and that can lead to a one-time payment to satisfy the financial needs temporarily same time let's not forget let's don't forget that he doesn't have much access to networking power and politics in the regulatory body and his own bias my conclusion regarding external consultant. Is that he may have a bigger and better experience in fixing this kind of issues in might not have the connection with the employees and management team of the Royal Mail on the other side. He may have the connections and everything it takes for power and politics to negotiate and increase on wages that can fix the problem on a longer term with regulatory body. I said and the government itself.
He may also have the advantage of thinking out of the boxing finding Solutions as he probably in the past managed to fix those kinds of issues in other kind of business environment.
Question12
I would recommend I would recommend external consultant because firstly he is not on biased and second advantage you may have come from him. Is that he may really find a solution for increasing the wages which depends on the regulatory body and government increased wages doesn't fix the problem just for the moment but for a longer time and this may lead to happier employees of Royal Mail and to the end so happy customers and the more viable business.
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