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[bookmark: _Toc167209058]Abstract
This report delves into the pivotal decision of Aston Martin to introduce apprenticeships for the first time, marking a significant shift in its workforce strategy. It will explore the rationale behind this decision, the intricate implementation process, and the management techniques employed. Furthermore, it will consider alternative approaches that could have been adopted.
The report examines how Kotter's 8-Step Model and Lewin's Force Field Analysis were applied in change management to guide this project's journey. Aston Martin made a strategic decision to hire apprentices to develop talent from within and adapt to the changing needs of the automotive industry. The organisation effectively implemented Kotter's 8-Step Model to establish a task force and enable its staff to welcome the modifications. However, the model's linear structure could oversimplify organisational development's iterative process, which calls for constant improvement and adaptation. Lewin's Force Field Analysis offered insightful information about the motivating and impeding factors influencing Aston Martin's shift to hiring apprentices. The analysis indicated issues like aversion to change as a resisting force in addition to highlighting factors like the need for innovation and a qualified workforce as driving forces. Even though the model was static, it provided a framework for reducing resistance and using momentum to help make changes successfully.
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[bookmark: _Toc167209060]Introduction
Aston Martin is a British automotive company founded in 1913 by Lionel Martin and Robert Bamford. The company has gained a reputation over its 110-year history for producing high-performance, luxurious vehicles and has become an icon in independently crafted motor cars. “Aston Martin’s vision is to be the world’s most desirable, ultra-luxury British brand, creating the most exquisitely addictive performance cars” (Aston Martin, 2024). 
Aston Martin has a long history of excellence in the automotive industry, and the brand's legacy is shaped by a team of talented professionals and craftsmen (Aston Martin, 2024). The automotive sector has experienced significant transformations, and Aston Martin has acknowledged the necessity of nurturing internal talent. In order to accomplish this, the business first welcomed apprentices in 2013. This was a major departure from the norm and showed initiative in protecting the company's future in the dynamic automotive landscape (CE IE, 2019). Aston Martin announced its plans to recruit a new batch of apprentices to begin their training in 2014 (Aston Martin, 2018). Introducing apprentices was a project like no other and a huge step forward for the company’s future. A project of such magnitude demanded meticulous planning and execution. To ensure a successful transition, Aston Martin had to formulate a comprehensive change management strategy. For this purpose, they appointed suitable leaders and invested in the necessary resources and facilities to support the apprenticeship program.
Aston Martin's apprenticeship program has been incredibly successful. A major project milestone was reached in 2018 as the company joyfully welcomed the largest-ever intake of fifty apprentices (Aston Martin, 2018). Young people have an exceptional chance to learn vital skills and obtain real-world experience in the automobile industry through this program. Working with seasoned experts and benefiting from their extensive knowledge and experience is a privilege for the apprentices.



[bookmark: _Toc167209061]Research & practical implementation/ limitation
[bookmark: _Toc167209062]Pros of the implementation
Prior to initiating an apprenticeship program in 2014, Aston carried out a comprehensive assessment of the company's present staff and future requirements. In order to accomplish company objectives, this required determining any skill gaps or areas in need of extra training and development. The apprenticeship program was created to meet these demands. Aston Martin is getting government subsidies while simultaneously investing in the company's future by hiring apprentices. Benefits for participating organisations include access to resources that lower training costs, financial incentives like tax credits and subsidies, and assistance with program formulation and execution (BPP, 2024). Furthermore, companies gain access to a pool of talented individuals, enhance their reputation, and receive assistance with regulatory compliance (BPP, 2024).
Companies may shape their workforce and change their course through apprenticeships. By investing in future talent, they can introduce new ideas and inventiveness. Through these initiatives, seasoned professionals can impart their expertise and abilities to the new generation, encouraging a culture of lifelong learning and development. Because businesses may tailor training curricula to suit their own requirements and standards, apprenticeships are an affordable approach to talent development and recruitment. (GOV.UK, 2023). Through mentoring, practical experience, and exposure to real-world situations, apprentices acquire vital insights and practical skills. Increased competitiveness, innovation, and productivity are the results of this. Additionally, apprenticeships foster inclusivity and diversity in the workforce, demonstrating the company's dedication to talent diversity and social responsibility (Nottingham, 2023). Ultimately, apprenticeships benefit individual apprentices as they progress in their professional development, as well as the long-term success and sustainability of the company.
Apprenticeships provide a means of drawing in and nurturing fresh talent that fits the particular requirements of the business. Aston Martin can guarantee that apprentices acquire the skills and knowledge required for their industry by offering them in-house training, which will correspond with the company's goals and culture (University of West London, 2024). Furthermore, apprenticeships promote a culture of ongoing learning and creativity within the company because apprentices bring fresh perspectives and ideas to the table while receiving guidance from seasoned professionals. Aston is offering free extended education to aspiring apprentices through partnerships with colleges and universities in Wales and England. By doing this, you can be sure that they will have the necessary credentials when their apprenticeship is up. Funding apprenticeships can also increase employee satisfaction and retention because seasoned professionals often find fulfilment in sharing their skills and seeing others succeed (University of West London, 2024). 

[bookmark: _Toc167209063]Cons of the implementation
The pitfalls of having an apprenticeship scheme within the company vary from commitment, mistakes, and the risk of being used. Hiring apprentices can be a worthwhile investment, but it’s important to have realistic expectations. Apprentices typically won’t contribute significantly from day one; it often takes them 6-12 months to start being truly productive; it is a serious commitment (The Accountants' Growth Club, 2024). 
When an apprentice is hired, they are very different to an experienced employee; they won’t be able to start working independently straight away. They require constant supervision and guidance. A considerable amount of time needs to be invested in their training, which includes basic aspects such as workplace etiquette and email/ phone protocols. To integrate them effectively into the team, they must spend time demonstrating the correct way to perform tasks. It’s only when they gain confidence in their abilities that you can begin delegating routine tasks without needing to oversee (The Accountants' Growth Club, 2024).
Apprentices are in a learning phase, so they won’t have all the answers and might take longer to grasp new concepts than you’re accustomed to. From the start, you must be prepared for mistakes. This may mean facing a few setbacks initially; however, it provides valuable moments to guide them through learning from errors and to clarify the reasoning behind certain methods (The Accountants' Growth Club, 2024).
There is always a chance that after finishing their training, an apprentice might decide to move on to another company. This can be particularly frustrating for employers who have invested considerable time and effort into training and shaping the apprentice to fit their organisation. However, this concern is often less significant than it seems; Fletcher (2024) says that in practice, 90% of apprentices appreciate the opportunity they’ve been given and choose to remain with their employer after completing the qualification. Moreover, by taking the time to mentor them and develop a strong working relationship, you can foster loyalty and further reduce the likelihood of them leaving (The Accountants' Growth Club, 2024).

[bookmark: _Toc167209064]Results of the implementation
So far, Aston Martin’s apprenticeship scheme has been an enormous success, with an average annual intake of 30 apprentices. In 2018, Aston Martin hired its largest class of apprentices to date (Aston Martin, 2018), who were all prepared to begin working for the fastest-growing car company in the world. That week, 50 apprentices reported for duty at Gaydon, Warwickshire, in their global headquarters. Aston Martin's President and CEO, Dr Andy Palmer (2018), who began his career as an apprentice, was there in Gaydon to welcome the new hires. He said, “It’s a source of great pride for me to welcome our biggest-ever intake of apprentices. It’s important to bring fresh talent into the business, and these new starters will play a key role in the continuing success of Aston Martin.” (Aston Martin, 2018)


[bookmark: _Toc167209065]Change management
In 2013, Aston Martin launched an apprenticeship project, bringing in its first group of apprentices. The success of this project relied on effective leadership and management to provide guidance, support, and direction, navigate the complexities of change, and drive organisational success and growth. Businesses are consistently impacted by changes in their external and internal environments, affecting employees and managers at individual and organisational levels (OCR, 2016). 
Companies use various change management techniques to ensure this success. Change management involves systematically planning, implementing, and managing organisational changes (IBM, 2024). It is essential for fostering continuous improvement in project-driven organisations by overseeing and regulating changes to prevent them from adversely affecting project outcomes. For change management to be effective, it must be integrated into every phase of a project, including the planning and execution of each phase, and maintained as a continuous process throughout the project's lifestyle. Change management encompasses a collection of methods, strategies, processes, and activities necessary to address and manage change effectively (Tiefensee, 2022). Effective leadership and management are essential for successfully overseeing large projects within organisations. Leaders provide vision and motivation, while managers ensure proper resource allocation and effective risk management. By collaborating, they empower employees and foster a culture of adaptability, which is crucial for driving organisational success during challenging times like these. (Tahir Abbas, 2024)

[bookmark: _Toc167209066]Lewin’s Force Field Analysis
Life is full of change; it cannot be avoided. Understanding the forces behind change and the opposition to it can be accomplished with the help of Lewin's force field analysis. (Tahir, 2019) claims that a "well-established model used to analyse a situation and identify the forces that drive and resist change" is Lewin's Force Field Analysis. Talent development is one instance of the model's driving force behind the noteworthy transformation. Apprenticeships are seen by Aston Martin as a chance to identify and develop internal talent, resulting in a pool of highly qualified individuals who share the company's values and principles. A perceived threat to quality served as one of the change's main opponents. Concerns regarding the potential impact of apprenticeships on workmanship and quality have been raised in relation to the Aston Martin brand. A few people were worried that inexperienced trainees would damage the brand's stellar reputation. (Cooke, 2012). Kurt Lewin, a pioneer in the field of social psychology, created Lewin's Force Field analysis. The analysis approach is widely used, especially in the fields of education and business. Lewin's Force Field Analysis offers valuable insights into the forces influencing change, but it is not without flaws. One of the drawbacks is the simplicity, which divides forces into categories of either driving or restraining and, therefore, misses the complexity of change dynamics. It also has a limited ability to foresee; thus, instead of predicting how the shift will unfold, it only provides a summary of the present scenario (Cooke, 2012). Organisations must consider these drawbacks and supplement the analysis with additional resources and methods, such as Kotter's 8-Step Model.

[bookmark: _Toc167209067]Kotter’s 8-Step Model
A framework for change management called Kotter's 8-Step Model was created to assist organisations in successfully navigating and implementing change efforts. Kotter (2020) proposes that implementing change successfully involves eight steps. 

First, there needs to be a feeling of urgency (Change Strategists, 2023). This makes a strong impression and communicates the need for change engagingly and concisely. This was not put into practice at Aston Martin. Since Aston decided to do it more gradually, there was no sense of urgency. 

The creation of a guiding coalition is the second component (Change Strategists, 2023). This is the process of assembling a strong coalition that will lead the change. Because they had a lot of experience in leadership roles, Aston Martin gave the group leaders on the shop floor this duty, and it seems to have worked out extremely well.

Making a strategic vision is the third phase of Kotter's approach. (Change Strategists, 2023). Aston Martin recognised early on the value of having a well-defined plan and vision to avoid confusion or mistakes later on. Additionally, this strategy facilitates efficient communication with all parties involved. 
The fourth element is to create a group of volunteers (Change Strategists, 2023). In order to do this, Aston Martin assembled a team of individuals who shared their commitment to the goal and were eager to be part of the transformation. The staff were made aware of the change in a precise and well-defined manner. 
The removal of obstacles is the fifth component (Change Strategists, 2023). This eliminates anything that might get in the way of people accomplishing the main objective. Because of the nature of the modification, Aston Martin did not apply this aspect as there were few obstacles. 
Creating short-term goals is Kotter’s sixth step (Change Strategists, 2023). This phase wasn't utilised at Aston Martin either. It was treated more like one big end goal. 
The seventh step is to recognise and appreciate small victories along the way as a means of breaking larger jobs down into smaller ones (Change Strategists, 2023). Aston did not accomplish this, which hindered their advancement. 
Reinforcing the new changes is the last of Kotter's eight phases (Change Strategists, 2023). In an effort to set a new benchmark, Aston Martin integrated them into its company culture. The modification stuck because it had been implemented into the processes and systems. 
Like Lewin's Force Field Analysis, Kotter's 8-Step Model has drawbacks of its own, one of which is its complexity. Organisations with limited capacity or urgent change demands may find it challenging to coordinate, allocate, and implement all eight phases at once. Lewin's Force Field Analysis is more suited to be employed by Aston Martin because it better suits the modification.












[bookmark: _Toc167209068]Aston Martin’s approach
For this project, Aston Martin applied two well-known change management methodologies: Kotter's 8-step model and Lewin's Force Field Analysis. Lewin's force field analysis can help understand the forces behind change and the opposition to it. (Tahir, 2019) States that Lewin’s Force Field Analysis is a “well-established model used to analyse a situation and identify the forces that drive and resist change”. An example of the model’s driving force for the significant change was talent development (Burnes, 2013). Apprenticeships are seen by Aston Martin as a chance to identify and develop internal talent, resulting in a pool of highly qualified individuals who share the company's values and ethos. A perceived threat to quality served as one of the change's main opponents. Aston Martin brand-related worries surfaced about the possible effects of apprenticeships on workmanship and quality. A few concerned parties expressed concern that untrained trainees would jeopardise the brand's stellar image. (Cooke, 2012). Kurt Lewin, a pioneer in the field of social psychology, created Lewin's Force Field analysis. The analysis method is frequently applied, particularly in the fields of business and education. Lewin's Force Field Analysis has drawbacks even though it provides insightful information about the factors driving change. Among the drawbacks is the oversimplification that ignores the complexity of change dynamics by classifying forces as either driving or restraining. It also has a limited capacity for prediction, which means that it merely offers an overview of the current state of affairs rather than forecasting the course of the change.




[bookmark: _Toc167209069]Methodology
The methodology for this report involves several critical steps aimed at thoroughly analysing the implementation and impact of Aston Martin's apprenticeship program. The approach is structured to ensure a comprehensive examination of both qualitative and quantitative data, providing a balanced and in-depth understanding of the subject matter.

[bookmark: _Toc167209070]Issues Analysis
The issues analysis is centred on locating and assessing management-related concerns that surfaced throughout the process of transformation. This is a thorough evaluation of how well the leadership informed staff members about the need for change, guided and supported them during the process, and allotted funds to ease the transition. The analysis also looks at any barriers or difficulties management encountered when putting the new system into place and identifies areas where leadership techniques might be strengthened. An examination of internal corporate reports and documentation was one of the main techniques employed in this investigation.

[bookmark: _Toc167209071]Evaluation
The evaluation phase aims to assess the effectiveness of change management techniques in easing the transition. This involves evaluating how successfully the company overcame employee resistance to change, engaged employees in the process, and promoted a culture of ownership and accountability. The evaluation will focus on several key areas:
Communication: Assessing the coherence and consistency of communication strategies used to convey the change.
Training and Support: Reviewing the quality of the training level of support provided to employees.
Integration of Change Management Principles: Determining the extent to which change management principles were integrated into the overall transition strategy.
Data for this evaluation will be collected through direct observations within the company. Additionally, performance metrics such as employee productivity, morale, and retention rates will be analysed.
[bookmark: _Toc167209072]Post-Implementation Review
A thorough post-implementation review will be conducted to evaluate the outcomes and impacts of the switch to single-piece flow. This review will involve both quantitative and qualitative analysis:
Quantitative Data: Analysing production metrics, quality indicators, and financial performance before and after the implementation of the apprenticeship program.
Qualitative Data: Gathering employee feedback and consumer satisfaction ratings through surveys and interviews.
The objective is to perform a comprehensive analysis of the transition’s results to determine whether the planned benefits were achieved and to identify any unexpected effects or areas needing further attention. This phase will also include benchmarking against industry standards to assess the relative success of the program.
By employing these comprehensive and multi-faceted methodological approaches, the report aims to provide a robust analysis of Aston Martin’s apprenticeship program, offering valuable insights and actionable recommendations for further improvement.
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Objective:
To research, write, and complete a comprehensive 5000-word report on project management, focusing on Aston Martin's apprenticeship program and its change management strategies.
Scope:
The report will cover the following sections:
· Abstract
· Introduction
· Research and Practical Implementation
· Change Management Theories and Models
· Aston Martin’s Approach
· Methodology
· Results and Discussion
· Potential Improvements
· Conclusion
The project was completed over five weeks. Each week, the focus was on a different aspect of the report, ensuring thorough research, drafting, and revision.
Gantt chart definitions:
Define report outline – Define project scope and objectives and create a detailed outline of the report.
Research and sources – Gather resources (books, articles, websites) related to project management and Aston Martin’s apprenticeship program.
Draft Introduction – Write the introductory section of the report.
Draft research – Compose research review and summarise key research.
Draft methodology – Write the methodology section detailing research methods.
Draft analysis – Analyse the data and present findings.
Draft conclusion – Summarise the report and conclude.
Draft Abstract – Summarise report and final conclusion.
Review and edit draft – Revise and edit the entire draft for coherence and clarity.
Final proofreading – Proofread for any grammatical or typographical errors.
Submit Report – Finalise and submit the report.
For this report, I needed access to academic journals and books on project management and change management. I also needed company reports, case studies, and articles about Aston Martin. I used writing and editing software (e.g., Microsoft Word, Grammarly) and project management tools.
The key deliverables for this project include a detailed outline, research notes, draft sections, a revised report, and the final report. The detailed outline will provide a structured framework for each section of the report, ensuring comprehensive coverage of all relevant topics. Organised research notes from various sources will be compiled to support the writing process. Initial drafts of each section will be created, followed by a thoroughly reviewed and revised version. The final deliverable will be a polished, proofread, and formatted 5000-word report ready for submission.
Risk management is crucial for the successful completion of the project. Potential risks include delays in the research or writing phases, insufficient resources or data, and the quality of writing not meeting the required standards. To mitigate these risks, weekly goals will be set, and progress will be tracked using project management tools. Broad research will be conducted initially to identify multiple sources, and interlibrary loans will be utilised if necessary. Additionally, ample time will be allocated for revision, and feedback from peers or mentors will be sought to ensure the quality of writing meets the standards.
Monitoring and control mechanisms will be implemented to keep the project on track. Weekly check-ins will be conducted to ensure tasks are progressing as planned. The project management tool will be regularly updated to reflect the current status. Adjustments to the timeline will be made as needed based on progress and any unforeseen challenges, ensuring the project stays on course for successful completion. By following this project plan, I can ensure that each part of the report is completed systematically, ensuring thorough research, coherent writing, and timely submission. 

[bookmark: _Toc167209074]Potential Improvements
Using several change management techniques, the company thrives eleven years later with an average annual intake of 30 apprentices across St Athan and Gaydon sites. Nevertheless, over the years, there have naturally been several improvements. The project was far from perfectly executed, and at the time, there were several things Aston Martin could have done differently.
To enhance Aston Martin’s process of creating an apprenticeship scheme, the ADKAR model focuses on five key elements: Awareness, Desire, Knowledge, Ability, and Reinforcement, which are crucial for successful change implementation (Veiga, 2018). By applying this model, Aston Martin could have improved the effectiveness of their apprenticeship project in several ways. Using the first element of the ADKAR change management model, ‘awareness’, would ensure that all stakeholders, including management and employees, know the need for change and its benefits. This step is crucial in gaining buy-in and support for the program (Veiga, 2018). The second key element, ‘desire’, requires generating enthusiasm and motivation among employees to participate in the new apprenticeship scheme. Creating a desire for the change will increase engagement and commitment to the program (Veiga, 2018). The third step, ‘knowledge’, would be providing the necessary training and information to equip the employees with the skills and knowledge required to succeed in the project. This step ensures that everyone involved understands their roles and responsibilities (Veiga, 2018). The ‘ability’ step requires offering support and resources to enable employees to implement the apprenticeship scheme effectively. This includes providing mentorship, guidance, and a conducive learning environment (Veiga, 2018). ‘Reinforcement’ is sustaining the change by reinforcing the benefits of the apprenticeship scheme, celebrating successes, and continuously improving the program based on feedback and outcomes. This step is essential for the long-term success and impact of the apprenticeship scheme (Veiga, 2018). By following the ADKAR model, Aston Martin could have better managed the change process associated with implementing the apprenticeship scheme, leading to increased effectiveness, employee engagement, and overall program success. 

[bookmark: _Toc167209075]Conclusion
The investigation into Aston Martin’s apprenticeship program reveals several key insights and outcomes from both the strategic decision and its implementation. The decision to introduce apprenticeships was driven by the need to address skill gaps, ensure a pipeline of highly skilled workers aligned with the company’s standards, and adapt to the evolving automotive industry landscape.
Applying Kotter's 8-Step Model allowed Aston Martin to build a strong guiding coalition and empower employees to embrace the change. However, the model’s linear approach sometimes oversimplifies organisational development's complexities and iterative nature, which requires ongoing adjustments and refinements (Change Strategists, 2023). Despite this limitation, the model effectively facilitated the initial phases of the transition.
Lewin’s Force Field Analysis provided a complementary perspective by identifying the driving forces, such as the need for a skilled workforce and innovation, and the resisting forces, such as resistance to change, which shaped the implementation process (Cooke, 2012). This analysis highlighted Aston Martin's challenges and offered a structured framework to address and mitigate these challenges, ultimately supporting successful change.
The practical implementation of the apprenticeship program at Aston Martin has shown significant success. The program effectively addressed skill gaps, promoted innovation, and fostered a culture of continuous learning. The company has seen a steady annual intake of apprentices, contributing to its sustained growth and competitiveness in the market. However, the initial implementation phase faced challenges such as the need for extensive training and supervision and the risk of apprentices leaving after their training period.

[bookmark: _Toc167209076]Testing and Analysis
The analysis of the program’s implementation, using Kotter’s and Lewin’s models, revealed several findings:
Effective Leadership and Communication: Establishing a guiding coalition and maintaining clear, consistent communication were crucial for gaining employee buy-in and reducing resistance to change.
Structured Change Management: Utilizing structured change management models provided a clear roadmap for implementation, though flexibility and iterative refinement were necessary to address ongoing challenges.
Mitigating Resistance: Identifying and addressing resisting forces early in the process helped mitigate potential setbacks and ensured smoother transitions.
Continuous Improvement: The need for continuous evaluation and adaptation of the change management strategy was evident, highlighting the importance of an iterative approach to organisational development.

[bookmark: _Toc167209077]Final Conclusion
In conclusion, Aston Martin’s apprenticeship program demonstrates the critical role of effective change management in successfully implementing strategic initiatives. The combined use of Kotter’s 8-Step Model and Lewin’s Force Field Analysis provided a robust framework for guiding the transition despite their inherent limitations. Integrating the ADKAR model could have further enhanced the program by ensuring comprehensive awareness, desire, knowledge, ability, and reinforcement among all stakeholders. Moving forward, Aston Martin should continue to refine its change management strategies to ensure sustained success and adaptability in an ever-changing industry landscape.


















[bookmark: _Toc167209078] Recommendations for further study
To further improve the depth and breadth of this report, additional time and resources could be allocated to explore several areas. Firstly, valuable firsthand insights into the effectiveness of the program and areas for improvement could be gained by conducting interviews with current and former apprentices at Aston Martin. Additionally, a broader perspective on best practices and innovative approaches could be obtained by conducting a comparative analysis with apprenticeship programs in other leading automotive companies. Furthermore, including longitudinal studies that track the career progression of apprentices over several years would provide more comprehensive data on the long-term impact of the program. Strengthening the reliability of the findings could be achieved by incorporating quantitative data analysis through surveys and feedback from a larger sample size of employees and apprentices. Lastly, a more refined understanding of the economic impact of the apprenticeship program on the company could be obtained by exploring the financial implications and conducting a cost-benefit analysis in greater detail. These enhancements would significantly contribute to a more robust and detailed assessment of Aston Martin’s apprenticeship initiative.
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