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Executive Summary
Nowadays, businesses are disrupted by emerging technological, political and environmental change drivers threatening them with uncertainty or providing opportunities for most agile and open-to-change companies. Moreover, organisational change and effective adaptiveness are essential aspects that dictate business longevity, relevancy and profitability. 
Change management today is an instrument that can facilitate the identification, evaluation and implementation of needed changes. Moreover, by focusing on the change aftermath and its workforce impact, change management can drive long-term success and incentivise corporate culture adjustments by collaborating with H.R. and L&D professionals.
Similar to other highly adaptive and resilient organisations, IKEA deals with planned change by investing in employee training, market research, innovation and creativity, combining internal and external experts' knowledge to achieve its objectives and working on new ways of delivering value for its customers. However, like many other companies, IKEA must have a contingency plan when dealing with unforeseen circumstances. 
The conducted research on Change management models provided ground for the conclusion that change management models, theories and practices can help organisations apply structured and understandable approaches while dealing with planned or unplanned change. Moreover, further analysis of IKEA's digital transformation led to recommendations that could help the organisation optimise this process.
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[bookmark: _Toc130206402][bookmark: _Hlk129797748]1.0 Introduction
This individual report was requested as a part of Pavlo Gladkyi’s assignment for the Leading and Implementing Workplace Change module and will be submitted on deliberated date and time on 24/03/2023 via Turnitin. 
The report aims to demonstrate obtained knowledge and practical skills related to organisational change management. It discusses several change models, their differences, advantages and disadvantages and how they can support and structure organisational change to help companies adapt to the internal and external context and remain relevant and profitable.
Additionally, the research explores the importance of organisational culture and leadership as the main focal points when introducing change and their role in dealing with employees’ resilience and building organisational agility.
The undertaken case study of IKEA provides a comprehensive analysis of how the organisation deals with ongoing digitalisation and how unforeseen environmental drivers such as the COVID-19 pandemic can impact planned change implementation. Moreover, SWOT and PESTLE analyses revealed other change drivers that accelerate IKEA’s digital transformation.
The report uses various information sources such as books, articles, academic journals, organisational and governmental websites, blogs and media content to meet the required academic format and provide credible ground for critical discussion. 
Ultimately, based on the gathered information analysis, the report provided recommendations on how IKEA can potentially mitigate change-related risks and streamline its change implementation process. 












[bookmark: _Toc130206403]2.0 Main Findings 
Change and adaptivity are the constant aspects of lifeforms’ existence and the survival mechanisms that allow adjustment to relentless environmental challenges (Ruse, 2022).
Akin to the natural selection concepts, in a business environment, organisational adaptivity is an utterly important ability that, through change, provides a capacity to adjust its processes, products, services or business models to changing circumstances. 
Fukuyama (2017) stated that today the forces of the Great Disruption driven by technological progress challenge organisations’ resilience and adaptivity. 
Similarly, OECD (2022) confirms that the recent unforeseen COVID-19 pandemic, as an Environmental factor, significantly impacted business worldwide when many organisations did not have the capability to respond to this threat. Hence, effectiveness while dealing with planned change or contingencies is determinative and can provide a competitive advantage if the needed change is handled successfully. 
Additionally, Garner (2019) declares that an ineffective change implementation approach and lack of innovative and open-to-change culture will negatively impact organisational objectives achievement, limit personal and corporate growth opportunities, or even destroy the business.
According to CIPD (2021), numerous factors can trigger organisational change. However, today political, environmental and technological shifts are the major drivers that force organisations in many industries to innovate and adapt to stay relevant. While some factors are radical, disruptive, and threaten organisational stability, others may open new opportunities. Hence, organisations must consider beyond the financial aspect of change during the decision-making process. (Cameron and Green, 2019).
Hayes (2018) affirms that the change identification process can be active or proactive. However, he states that the change implementation process could be challenging, where the main barriers stem from individual, group or organisational resistance, lack of clear objectives, poor planning, resource scarcity, knowledge gaps, uncertainty or low leadership commitment. Thus, leaders must ensure employees' coercion, effective communication and constant engagement while delivering change (Harrin, 2017). 
Moreover, by analysing micro and macro environmental factors, leaders can identify signs and triggers of organisational change, decide if the change is needed and plan thoroughly every stage to make valuable and sustainable improvements. Additionally, the organisation must have the change value-capture process and tools to trace and gauge its remedial effect (Michel, 2014).
For instance,  Blokdyk (2021) affirms that Force field analysis is a valuable decision-making tool that can support H.R. professionals, change agents, change managers or organisational leaders in identifying the necessity of change. Moreover, he states that change risks and benefits could also be distinguished by evaluating the influential forces and their for and against change points.
Corazza (2014) concedes that today, the role of leaders in change management is crucial, as they have to be open-minded, challenge the status quo, think out of the box and stay creative by balancing divergent and convergent thinking. Moreover, he believes a growth mindset is vital to staying innovative, identifying gaps within the organisation and delivering change to remain relevant. Additionally, leaders must consider the importance of change benefits and ROI identification, creating a change-supportive environment with a robust change agent network and assessing organisational capability and all affected by change stakeholders.
Hence, leadership adaptivity and the ability to fit new circumstances through change are crucial skills and competencies in emotional intelligence that today’s organisations need.
Association For Project Management (2019) defines Change management as the way how organisations manage the transition from the old state to the new state through the sequence of focused actions. Moreover, the Change management's purpose is to implement, control and sustain change.
Hill (2020) believes that change management complements the Project management process, as both represent two ends of the same skills and expertise spectrum that change and project managers incorporate. In contrast,  Moira (2016) argues that Change and Project management have different focal points despite their similarities. He stated that project management focuses on the deliverables and the process itself, while change management focuses on all stakeholders affected by the delivered change, enabling them to go through the transition, supporting their adaptation and reducing resistance. 
However, within one organisation, the united effort of the Project and Change teams is needed if the project brings radical or disruptive change. MacBride (2020) states that in this case, the project manager creates and maintains a project plan; meanwhile, the change manager contributes to project objectives by aligning the change plan timeline and activities to support the change transition.
Additionally, Kanter (2013) declares that people skills, effective communication and psychological understanding are at the core of effective change management. On the other hand, project management is mainly about self and team organisation, scheduling, budgeting and controlling events to ensure deliverables (Heagney, 2016). However, the amalgamation of social and organisational skills allows a holistic approach when managing organisational change. 
Larson and Joy (2023) emphasise organisational culture and its crucial role in change management and innovation flow. Moreover, they state that agile organisations with open-to-change and goal-consistent cultures can deliver and sustain change to remain competitive and profitable. Furthermore, open-to-change culture can be achieved by empowering employees to be creative and innovative, allowing them to embrace change as a positive event and be keen to work towards sustaining implemented improvements. This bottom-up type of change ensures high organisational involvement and minimal resistance levels. 
However, Anderson (2020) argues that despite much high resistance level, the top-down approach is needed when a radical change must be cascaded through the top management level enforcement. For instance, this approach can be supported by the Inverted-U theory to apply optimal stress pressure to achieve desired change results and find the right balance between incentives and employee performance level (Gladwell, 2014).
Gleeson (2016) affirms that successful change implementation does not guarantee a positive outcome. Moreover, he states that the change implementation process must be supported throughout to achieve a positive result, the added value quantified and change deliverables evaluated and sustained. 
Anderson and Ackerman-Anderson (2010) categorise change into three types: Developmental, Transitional and Transformational. Moreover, these types of change could be planned or unplanned and driven by external or internal forces. The authors state that although each change implementation is unique, their commonalities are distinguishable and could be managed by existing models, theories and practices to navigate the change management processes. Therefore, various change models exist to facilitate organisational change management, mitigate barriers, align goals with the transformation strategy, cultivate suitable supportive culture, build understanding and create a constructive dialogue with all stakeholders. 
For instance, Courpasson and Vallas (2016) discuss six effective methods that Kotter and Schlesinger’s model incorporates to tackle resistance to change within the organisation. They state that each method has a situative implementation scenario and can be applied when the resistance root causes are identified. Moreover, Kotter and Schlesinger (2008) believe that miscommunication, fear of uncertainty, and knowledge and skills gaps are the root causes of employees' change resistance.
However, Best (2012) declares that corporate antibodies are not necessarily a negative manifestation of scepticism and exist to protect organisational stability from the risks that change might cause. Moreover, corporate antibodies are useful allies that can help drive innovation if managed correctly through their inclusion, empowerment and engagement in the change process.
Indeed Editorial Team (2023) describes a change agent as a highly skilful and versatile action-orientated leader who is passionate about promoting meaningful ideas within the organisation, community or society. They state that change agents are shift catalysts who strive for sustainable development through collaboration with others and act like a symbolic bridge that links different groups of people to communicate change and advance ideas. Therefore, change agents play an essential role in the change process, as they facilitate the organisational transformation. 
Similarly, Atkisson (2016) states that one of the primary roles of the change agent is to translate the change to all affected parties, including transformational leaders, reactionaries, controllers and curmudgeons. 
Notably, the change agent can be selected from internal or external staff. Sharma (2019) declares that an internal change agent could be anyone who understands organisation development, starting from a team member, manager, senior executive leader or H.R. professional. On the other hand, she states that external change agents, such as outside consultants or third-party change practitioners, must have relevant experience and knowledge to drive organisational change initiatives using the most proven change management models and theories.
For example, the Amoeba change strategy could be deployed to help change agents navigate and facilitate change (Atkisson, 2016). However, although this strategy focuses on innovation adaptation, change agents' mobilisation and the wise approach of reactionaries and controllers, it does not explain how to overcome barriers or convert the naysayers into change advocates. On the other hand, the Kubler-Ross change curve, with five stages of emotions towards the change, can be used to reveal the psychological spectre of the employees impacted by the change (Malik, 2022). Moreover, depending on their stage, a decision can be made on the most effective approach to identify and convert the Apathetics and Incubators into change Advocates (Shapiro and Zigarmi, 2010). Hence, change agents and organisational leaders must provide compelling content and energised environment to support enthusiastic employees to drive change on all organisational levels.
Also noteworthy is that this Kubler-Ross change management framework, also renowned as a Grief model, explains the psychological aspect of the resistance process in five stages: denial, anger, bargaining, depression and acceptance (Duncan, 2022). However, this model has some validity issues, as it lacks empirical evidence that proves its described particular structure (Stroebe, Schut and Boerner, 2017).
The research revealed a wide variety of change models (Hicks, 2020). Some are project-based and simple, while others are more specific and structured. Moreover, all of them have considerable advantages and disadvantages and can be applied in appropriate situations.
For instance, Lewin’s change management model divides the planned change approach into three stages Unfreeze, Change and Refreeze (Mullins, 2006). However, the simplicity, as the most significant advantage of this model in certain circumstances, is also a tangible limitation factor in different deployment scenarios where the main focal point is on the change process only is insufficient (Hussain et al., 2018). In contrast, the ADAKAR change management model is more complex, considers the cultural aspect of change, and focuses on people affected by it (Creasey, 2019). Unfortunately, this model also has flaws and does not consider in-depth details of the change nor a continuous improvement factor that is critical in the fast-paced business environment. 
It is worth mentioning the Burnes nine-element change model, which considers the aforementioned models' cons and emphasises organisational culture as a fundamental condition for successful change and total employees' commitment to sustaining momentum and establishing a continuous improvement process. 
Moreover, Burnes (2009) discusses the Japanese post second world war economic uprise and the effective Japanese approach to management supported by solid culture, productivity and quality obsession allowed organisations to thrive on incremental innovations that led to radical changes in many industries.
Additionally, he stated that Japanese culture values order, teamwork, self-improvement, hard work and loyalty, attention to detail, focus and precision. This work ethic and continuous improvement philosophy, such as Kaizen, created a ground and standard that makes today’s organisations think differently and work towards organisational agility (Imai, 2020).
However, although Burnes nine element model completeness, this model is adapted mainly to planned and incremental change where gradual changes will be well planned, implemented, sustained and improved. Furthermore, this model does not consider the contingency when organisations must act quickly and efficiently to address disruption in case of any eventuality. 
Thus, a complex approach with robust change agents and a proactive coalition network is required to use strategic opportunities while dealing with organisational change (Kotter, 2014). Therefore, corporate leaders and managers must collaborate with H.R. staff to support all the change activities and create employees' resilience when coping with unforeseen occurrences and mitigating aftermath implications (Bernstein, 2014). For instance, the H.R. department can initiate and lead change activities and facilitate change management with initial communication regarding change matters. Moreover, the H.R. staff can assess employees' readiness for change, analyse the potential impact, recommend remedial actions and change strategy adjustments, calculate ROI by tracking KPIs, and champion changes to decrease shift resistance (Economist Intelligence Unit, 2010).
[bookmark: _Toc130206404]2.1 IKEA’s background
According to IKEA (2021b), Ingvar Kamprad founded the company in 1943 in Sweden, and it is currently one of the world's largest furniture firms. Furthermore, IKEA created a unique selling point by inventing the flatpack concept and specialising in ready-to-assemble furniture, kitchenware, and home furnishings. 
Pereira (2022) affirms that in 1982 IKEA underwent a significant change in a business ownership structure initiated by Inguar Komprad to protect the IKEA Concept. Moreover, Inguar’s commercial awareness and external change factors convinced him to choose a franchise system to harness business opportunities and allow fast international expansion while controlling IKEA's brand. Thus, IKEA is one of the largest privately-held limited liability companies.
Inter IKEA Systems B.V. (2022) states that under the transformational leadership style of Ingvar Kamprad, IKEA has grown into a well-known global brand and today operates 464 stores in Europe, Asia, North America, the Middle East, Oceania and Africa. Additionally, the brand is present in 50 e-commerce markets. 
According to (Statista, 2022), in 2022, IKEA demonstrated a 65% staff members increase compared to 2013. Moreover, due to the company's international market expansion and vast geography, in 2022, the number of IKEA employees worldwide amounted to 231,000.
Due to the complexity of the business structure, IKEA has two central strategic business units with headquarters in Netherlands and Sweden and various subsidiaries worldwide. Moreover, this unique and complicated organisational structure is designed to maximise cost-effectiveness and minimise taxes. But on the other hand, this tax minimalisation strategy gives a legitimate ground for tax evasion and fraud accusations (Joron, 2021).
Warren (2019) confirms that Inter IKEA Systems B.V. is the owner of the IKEA concept and brand. Moreover, as a franchisor, Inter IKEA Systems B.V. continuously develops the IKEA Concept and ensures its implementation in all markets. In return, IKEA franchisees run the day-to-day retail business and pay a 3% franchise fee. Moreover, the franchisor provides them access to systems, methods, and procedures and drives needed changes through continuous improvement processes and corporate culture support activities.
Research on IKEA products, services, and offers reveals that the company uses a cost-leadership strategy to fulfil its customers' needs and find its niche in the furniture market (Puri, 2020).
Currently, IKEA offers circa 12 000 products in its range and develops approximately 2 000 new products yearly (Szecsei, 2022). Moreover, IKEA delivers its value proposition through 3 channels: physical stores, website and mobile applications and digital catalogue.
Dudovskiy (2022) claims that the company is highly adaptable to market fluctuations and uses three types of market positioning: Mono-segment, Adaptive, and Aesthetic. As a result of IKEA’s organisational agility, the company shows exponential annual revenue growth increasing profitability by approximately 8% yearly. Moreover, McKinnon (2022) declares that to overcome its competitors, IKEA uses the hybrid strategy to tackle two objectives simultaneously: low prices and high-quality products. 
[bookmark: _Toc130206405]2.2 IKEA’s change drivers
The represented in Appendix A and Appendix B SWOT and PESTLE analysis identified external and internal contexts that drove IKEA’s change. Moreover, deep dive into the change matter revealed that IKEA deployed a planned change using the incremental innovation process to adapt to external forces and stay relevant. Furthermore, the company made several strategic acquisitions to increase its operational capabilities through digital transformation to achieve its business objectives (Lunden, 2020). 
The nature of this change was based on an operational structure improvement with a focus on integrating A.I., augmented reality and Cloud services into the operational processes and new innovative services. Research unveiled that initially, this planned change was driven by an organisational growth strategy and utilising technological progress to harness market opportunities through digitalisation. 
However, due to the COVID-19 pandemic, IKEA had to create a contingency plan and leverage its resources to speed up the company's digital transformation, increasing its online presence to retain income and adapt its operations to the governmental social distancing rules and regulations (World Health Organization, 2022).  
As a major macro-external influential factor of this change, a global pandemic was unexpected and threatened IKEA. However, the company’s agile business structure, open-to-change corporate culture and efficient approach while planning and implementing innovations made this change transition highly effective. Consequently, IKEA improved its value chain by merging digital and physical retail using this environmental driver as a change implementation accelerator (Du Preez, 2020).
[bookmark: _Toc130206406]2.3 IKEA’s change process
IKEA, as an organisation, uses the Open Innovation model, external experts, internal change champions and ambassadors to support ongoing radical digital transformation initiatives (IKEA, 2019). 
For instance, an external expert such as the SPACE10 innovation lab is the IKEA research and design hub that work on identifying innovative opportunities and the changes that might affect people upon their implementation (Danziger, 2020). Moreover, SPACE10 works on the cultural aspect to support the ideation funnel and empower employees to drive positive change. 
Research confirms that IKEA has been using the Four Rooms of Change model since 1996 to train its employees and managers at all levels to identify, plan and implement change within the organisation (Janssen, 1996). Moreover, IKEA is the biggest user of this model and has an exclusive corporate licence on this model deployment (Oxelman, 2021). The most significant advantage of this model is its compatibility with IKEA’s culture. Moreover, this model is based on a psychological approach and understanding an individual’s feelings while dealing with different stages of change. Akin to the Kubler-Ross change curve, this model helps organisations mitigate or eliminate change resistance barriers through the emotional intelligence component.
Additionally, Tomas Oxelman is an internal professional consultant that works for IKEA and can be classified as one of the principal change agents that initiated the Four Rooms of Change deployment within IKEA and actively promoted this model worldwide.  
Furthermore, IKEA has an internal Chief Digital Officer who acts as a change champion and facilitates the transitional process by collaborating with all involved in this change stakeholders (Barbour, 2020). Moreover, Global People and Culture manager Ulrika Biesèrt is a change ambassador focusing on corporate culture to support change initiatives (Ingka Holding B.V., 2022).
[bookmark: _Toc130206407]2.4 IKEA’s change culture
The gathered information unveiled that IKEA shows strong evidence of a Task Culture (Handy, 2020).
Indeed, Ingvar Kamprad believed in the open-to-change culture and teamwork and always saw change as an opportunity for a profitable outcome (IKEA, 2022). 
Hence, IKEA's Task Culture allows effective collaboration between individuals and teams while delivering change through experimenting with concepts, designs and ideas (Inter IKEA Systems B.V., 2023). 
Additionally, Suhaerdi (2020) ascertains that company leaders create employees’ understanding of change by involving them in the early stages of the process and having authorship over the change. Moreover, the company incentivise cross-team knowledge exchange to use employees’ entrepreneurial spirit and talents to overcome barriers that change might cause.
Ultimately, the research confirms that IKEA’s culture did not change after the implemented shift (IKEA, 2021a). Therefore, this type of culture makes IKEA’s change delivery much more manageable.







[bookmark: _Toc130206408]3.0 Conclusions
To recapitulate. The research on organisational change management and IKEA’s case study confirmed that today companies are exposed to external and internal forces that have a significant impact ability and must be considered by organisational leaders to be agile and remain profitable.
Unequivocally, the change models support the change management activities by structuring change implementations and identifying and mitigating resistance. However, all models have merits and demerits and must be understood and deployed in the most suitable scenarios to achieve the best outcome.
Moreover, the research confirmed that sustainable change implementation would fail without open-to-change organisational culture, a strong network of change agents and advocates, efficient communication, leadership, L&D and H.R. support.
Thus, organisations must take a complex approach when dealing with change to remain competitive, relevant and profitable. 
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IKEA’s case study identified specific areas for improvements that would be beneficial if implemented successfully (for more details, see Appendix B). 
Inter IKEA Systems B.V. must create an internal change-focus team to ensure successful change implementation across all branches and subsidiaries and mitigate risks during and after the transition. 
This team must assess and define the employees' knowledge and skills gaps that can potentially impede change implementation strategy and increase employees’ discontent and resistance. 
Moreover, the franchisees' H.R., L&D and change agents must receive a clear and coherent change roadmap, guidance, and support from the organisational leaders to maximise employee engagement, inclusion, collaboration and communication.
Furthermore, for change-sustaining activities, it will be recommended to use internal professional consultants familiar with organisational change delivery strategy and methods. They will coordinate the transitional process and collaborate with the Chief Digital Officer team to ensure change objectives alignment and Global People and Culture manager team to monitor the psychological background of the employees before, during and after the change. 
Additionally, it will be recommended to focus on organisational culture support activities to target sceptics and enforce boundaries between the organisation and employees. 
Ultimately, all the recommended remedial actions have a high priority, and the set review date is to keep abreast of the process and use momentum effectively. Moreover, feedback must be collected by the franchisees' H.R. team and used for evaluation and further improvements purpose. 
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- SWOT Analysis -

STRENGTHS

® IKEA business model and organisational
structure (e.g., cost-leadership, franchise)

© Brand positioning (e.g., affordability and
cost-effectiveness)

© Brand recognition (80 years on the market)
o Diversified product portfolio

© Supply chain integration

© High adaptivity and agility (e.g., COVID-19,
modern trends, e-commerce)

© Market research and investment in
innovations and technologies (e.g.,
acquisition of Geomagical Labs, launch of
Studio 10)

® CSR (Sustainability related projects)

OPPORTUNITIES

o Further business growth & expansion
(e.g., developing economies)

e Digitalisation (e.g., augmented reality,
online services such as IKEA App)

© E-commerce

® Growing grocery market (e.g., healthy
lifestyle, vegan food trends)

WEAKNESSES

® Low quality of products and services

® Scandals & reputation decline (e.g.,
lobbing, bribing, unethical practices,
illegal sources of timber, instances of
children's death)

 Limitations of cost-leadership model &
standardised products

THREATS

o Intensifying competition (e.g., low-cost
retailers, range expansion, competitive
prices)

© Global economical recession (decrease
in customers solvency, increased
operational cost)

® War in Ukraine (e.g., unstable supply
chain, increased cost price)

® Possible lawsuits (e.g., future scandals)
© Targeting the mass market in different
parts of the world (e.g., China market)
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IKEA

olitical

*The ongoing war in Ukraine and the unfavourable
political environment in Russia forced IKEA to leave the
market.

eThe scandal around Ingvar Kamprad's past related to his
active participation and recruiter position in the Swedish
Nazi group back in 1943.

eIndia and China market opportunities due to the
positive political shift towards international brands and
businesses.

eCurrent Lobbying activities of IKEA are minimal.

conomic

*The post-COVID global economic recession affects IKEA's
margins and its customers' solvency.

*The ongoing war in Ukraine affects the E.U. countries’
economies (fossil fuel prices, logistic costs).

*IKEA's cost leadership business model helped the company
stay profitable despite the economic crisis in 2009.

*Brexit and the pound weakening against the euro and dollar
that IKEA uses to increase its local manufacturing capacity.
*The economic situation in the suppliers' countries and
fluctuating cost of raw materials.

ocial A

Cultural and social factors in different countries must be
considered while entering the market.

*Cultural norms must be followed during branding in
different countries.

*IKEA can use cultural trends to increase its sales and
income.

*|KEA must increase its presence on social media
platforms and keep its websites updated.

*Customers' grievances from different countries must be
addressed to improve the company's Goodwill.

&

echnological ao

*|KEA uses technologies to strengthen its online presence and
penetrate the e-commerce market to stay relevant and
competitive.

*The company must assess its delivery management system and
avoid technological glitches to ensure customer satisfaction.
*Cooperation with Apple and Google and the use of A.I. to
streamline its processes, enhance customer engagement
(Loyalty ladder), provide a convenient shopping experience
through digital channels, and collect data to optimise its
customers' touchpoints.

*A.R. and innovation-developing platforms investments.

egal

*|KEA faced lawsuits regarding workers' unhealthy
conditions and unsafe practices at manufacturing units.
*Product quality issues and lethal incidents with children
affected brand kudos.

*GDPR breaches and employees' personal data illegal use to
spy and background checks.

nvironmental

* COVID-19 pandemic accelerated IKEA's digital
transformation.

*|KEA has renewable energy projects to power its stores
and invested in wind plants and solar panels.

*The company invested in the renewable energy sector in
undeveloped countries.

*|KEA's 2030 sustainability strategy towards recyclable and
renewable materials.

*|KEA purchases cotton and wood from sustainable sources
for manufacturing products.

Circular business transformation announcement.
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