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[bookmark: _Toc85325248]1.0 Introduction
	
This assignment will be based on an organisations ability to recognise environmental changes and implement in a current strategic plan whilst analysing stakeholder expectations and identifying their needs. Researching environmental changes along with organisational changes to support stakeholders and the organisation to implement change in line with their strategic vision to reach their end goal effectively through change process whilst adhering to framework and monitoring ongoing environmental changes that could impact on the process. This is to collate and analyse evidence to determine a distinct link between environmental changes and capability of the organisation and its workforce adapt to the change. It will also highlight if the organisation is aware of and utilises strategic management models to fully engage with its stakeholders and staff in order to support them to reach their end vision. The discoveries made will be liked to workplace examples and a conclusion drawn. This report will draw a conclusion that the students current workplace has had to deviate from its current management strategy due to the COVID 19 pandemic but with a focus and driven workforce and the original strategy in mind the organisation and its staff have been able to adapt to the forced changed but have driven them to closely align with their original goal. The current workplace would have continued as an archaic process driven organisation if it wasn’t for the world pandemic of COVID-19 forcing a methodical tunnel vision approach to change and embracing. 

[bookmark: _Hlk59061993]
[bookmark: _Toc85325249][bookmark: _Toc38920585][bookmark: _Toc456901517]2.0 Depth of critical analysis of your chosen organisation’s internal and external environment

In order to critically analyse an organisation internal and external environment within the writers organisation and their impact on the staff and organisation the writer has firstly researched and understood what has the biggest impact on the organisation and what factors can and do influence and drive the change and how it can then in turn influence the workplace and also the impact on its staff, stakeholders, customers, and investors.
[bookmark: _Hlk67349617][bookmark: _Hlk58971749][bookmark: _Hlk58975569][bookmark: _Hlk35725933][bookmark: _Hlk35990580][bookmark: _Hlk36239178][bookmark: _Hlk59137836][bookmark: _Hlk67613524][bookmark: _Hlk67614860][bookmark: _Hlk54908357]
Donald & Author (2019) state that an organisations external environment can be defined by the reactive internal environment process to those external forces where change is seemingly inevitable and always implemented in a controlled environment. The environment supporting an organisation provides the business, its investors, customers  and its staff with ongoing development opportunities and growth of the organisation and the services it provides, customers high expectations for the latest software and the best in class for products/services to be influenced, enhanced and adapt with the times and if an organisation fails to identify, comply or move with the times or uphold all expectations, they will eventually but inevitably forcing their customers, stakeholders and business elsewhere. Environment changes that will inevitably alter an organisations vision include government changes, globalisation, staff retention and changes the economic market. According to Parry, Kirsch Et.Al (2014) an organisation that continually identifies and adapts to environmental changes and diversity within its organisation would either consider employing consultants or utilising existing forward thinking managers with a proven track record for successful identification of environmental changes along with implementation or steering the organisations view, vision as inexperienced managers tasked to identify environmental changes do inevitably suffer a failure rate as high as 70%.
Whilst Kotter, P. (2012) supports the above that there are many factors driving internal and external environment changes he states that all staff also play a pivotal part in the identification and analysis process. Whilst some have often experienced the shift in environments, managerial changes, government changes and legislative change along with IT growth within an organisation, with the failure rate above it is foreseen that the majority of any changes to the organisations environment have not been noted in sufficient time resulting in loss of staff, customer dissatisfaction, unfit drivers using the public roads and questions being raided in Parliament regarding the organisations conduct. These fears and concerns do indeed have a negative impact on any positive environmental change after experiencing many previous efforts that have failed. Successful environmental change can be driven and supported by transformational leaders that are able to draw on the positives of change, empathise with their own workforce whilst leading with a clear vision to highlight the positive as well as the negative effects on the organisation whilst encouraging and support stakeholders, customers and staffs input, identifying the ‘grey areas’ but also supporting and rewarding ‘by-in’ of the positive changes. Mayer et al (2008) state that leaders who identified change and practice good emotional intelligence would support and grow better and more collaborative working environments and in turn had the ability to manipulate or steer an organisations position and vision through and environmental changes for not only the benefit of the organisation but also its stakeholders but above all its staff. 

Appendix A (PESTLE for MACRO environment) identifies a change that was pushed on the organisation that in turn reacted with positive legislation changes to support the UK economy and continue to license drivers. There are many external factors that pose a risk to the organisation during the pandemic, but the main factor was informing and training staff working from home. From an agency perspective the negatives outweigh the benefits in relation to cost, equipment, scale of the change and support that would be needed not just from IT but also the teams/peer support. Changes that are to be implemented the organisation must draw on and highlight the positives to drive the change. The only option was to implement and support home working via teams meetings, web chats and e-learning tools. This raised questions for on-site staff, i.e., should this be open to all staff? How would the process and issue of a licence work from home? And how or what stakeholders would fund the change. She also highlighted that increasing home working would have a positive effect on the environment and local community with less staff travelling to work, less traffic and congestion, resulting in reduced carbon footprint.

Appendix B (SWOT for MICRO environment) analyses a different perspective where more internal factors that pose a risk are considered, with the main issue once again being home working. The strengths of home working indicates that the organisation would continue to support the UK economy, keep drivers on the road while still meeting the Secretary of State targets to minimise backlogs. Weaknesses highlighted are lack of peer support, GDPR not being met, decline in mental health, reduction in productivity and inability to manage staff efficiently. System outages, schools closures/children at home, significant increase of multitasking could result in staff burnout. Turning weaknesses and threats into opportunities its clear to see that the positives outweighed the negatives. More flexible working, no traveling, reduced carbon footprint, streamlined processes would come out of a change thrust on an organisation in a world of despair and uncertainty. Some staff refused change; others embraced it allowing them more time at home. 
When Parliament abruptly changed the legislation and demands its immediate implementation, senior managers positive and reactive attitude quickly trickled through the organisation gaining support and eagerness to implement the change. Instantly sourcing additional IT equipment. A change of this nature would normally take months to implement but this was done within a matter of hours with efficient teamwork and continued to provide its level of output, keeping it backlogs to a minimum and the wheels of the UK economy in motion. 
[bookmark: _Hlk39871465][bookmark: _Hlk39875440][bookmark: _Hlk39876717]
According to Langefors (1973) information collated form constant review of both the internal and external environments are the vision for change and adaptation needed to an organisation and its staff to drive forward change and support its customer and stakeholder needs. He states that in order to collate, analyse, treat, and utilise the information within the environmental changes it must be captured and stored as data information that can be easily read and subsequently transferred into knowledge where it can be easily interpreted and implemented to enhance the organisations decision-making or directive for use in decision-making.
Langefors’ theory is also supported by (Spender, 1998) and the writers view, where Langeford states that to identify and environmental change is a thing for which we must recognise and apply whilst navigating a path of knowledge to provide a better service, product or satisfaction of customers and stakeholders alike. 
The writer does indeed agree with her findings that you cannot simply continue to operate and organisation or business without the necessary staff or tools equipped to identify and analyse changes in the environment. In supporting both Langefors (1973) and Mayer et all (2008) views that without the correct staff and resources to adapt its product, services and vision to environmental changes would inevitably leads to customer and stakeholder diss satisfaction and potentially loss of revenue and the failure of the business or organisation. 
In the current workplace it was indeed the case when forward vision, planning and mapping the external environmental changes identified that a sudden change in treatment for a medical condition (due to the COVID 19 pandemic) was to be passed through Parliament within the coming weeks and how this change in legislation would have an impact not only on how we investigate medical conditions but how we store the information and disseminate to over 1.3 million drivers. 
In conclusion this forwards vision and constant analysis of the organisations environment enabled the organisation to transform all current data into factual, evidence-based information giving them the knowledge needed to implement the changes to staff training logs, draft and distribute information letters to all affected customers/licence holders all withing a tight timeframe before the change in legislation was made public and avoided the inevitable confusion amongst customers resulting in an increase of calls, emails and even complaints. Evans, L. (2012) states that there are three key components that drive change, external influences, attitudinal development of an organisation and its staff/stakeholders. Each of these is relevant and key components when identifying and implementing changes from external environmental forces. By understanding and knowing your environment can help an organisation through change. However, there are some instances where change cannot be forecast but must still be implemented immediately in order to continue providing a service/producing goods. Drastic and imminent changes are not commonplace in the organisation but when needed staff has risen to the challenge and succeeded to provide a service and support its stakeholders. It is with this view that staff who contributed to the change in any way have a vision for success and a drive for excellence.
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[bookmark: _Toc85325250][bookmark: _Hlk67575679][bookmark: _Hlk54825094][bookmark: _Hlk58018767]3.0 Conduct a stakeholder analysis and an evaluation of stakeholder expectations 

All stakeholders of the current workplace have been highlighted and entered into a stakeholder analysis matrix (Appendix C) Mitchell er al (1997) in order to highlight the key people with significant high interests along with influence are the senior civil servants, chief executive, and staff. All people within the three groups above must me managed closely. The senior civil servants are the MP’s and AM’s that represent their constituencies within Parliament that must be aware of both positive and negative legislation changes will have on their constituents and are fundamentally responsible for every decision made. The chief executive must also be informed of any changes that impact on the Department for transport that will inevitably affect their staff along with the service provided to the organisation’s customers and how any changes throughout the pandemic will affect a licensing decision and how driving without a valid licence will be affected. Lastly that the writers view more importantly the staff must also be informed of any changes that affect their decision making or the processes in which they follow daily in order to keep Group 2 9HGV/PCV) drivers on the road and the UK economy moving.
The NHS has a high level of influence but a low level of interest this means that throughout the process the organisation will monitor the stresses and strains that the pandemic is having on the NHS resources and the organisation will amend/tailor their medical examinations accordingly. Their indirect level of influence is significant to the organisation that their interests in the internal decisions or changes within the organisation are of little interest. Legislation and UK Government have a high level of influence but a low level of interest, any potential change to UK law and legislative changes within the Department for transport are considered and implemented solely by the UK government that is highlighting the high level of influence on the organisation but once the change in legislation has been implemented the UK government has a low level of interest. They have agreed the change and it is down to the organisation to implement, monitor and re-escalate any potential issues. This would involve sharing key information with other UK government agencies as well as local government, customers, and suppliers to ensure that all were following the correct procedures and that no government agency was seen to be deviating from the letter of the law.

Another model that could support the stakeholder analysis is the Kurt Lewin’s change model (Lewin, K. 1944). Burnes, B. (2020) states that in its simplest form it can be used to identify and progress an individual or a through a process of change. He further states that the three simple steps of ‘unfreezing’, ‘change’ and refreezing is the only process that should be followed to analyse an organisations current position and output whilst continuously monitoring and reviewing the goal within its constantly changing environment. However, his view is not supported by the opinions and research of Bakari, H. et all (2017) who stated that there will not always be analysis and evaluation of each changing environment to be able to unfreeze a current and effective working process just to refreeze and be left with a very similar outcome. Their view is that analysis of the current environment positions along with constructive evaluations will inevitably identify the obstacles that may arise prior to ‘unfreezing’ or changing a process that is paramount in continuing the efficiency of an organisation and its stakeholders. 

Kotter’s (1990) view along with (Wagner, J. 2010) supports the writers view that a constant analysis of the organisations external and internal environments are not only the best way to support the growth and drive of the organisation but with the key information and detailed evaluation with a structured vision setting out each stakeholders expectations clearly and efficiently through the whole data gathering, analysing and evaluation process and by working as a team to drive forward the changes and deliver the expected results.

With the wrong support team and the wrong information but a drive for implementation will inevitably result in stakeholder dissatisfaction and loss of revenue, staff and possibly investors. Simply forcing a change because of environmental factors without clear direction and information to staff and stakeholders will result in a lack of confidence in the organisation and its goals. With effective management, clear communication, and a drive for one common vision will encourage and drive forward the change as a team to ensure success. Buhler, P. (2002) also support her view highlighting that ‘offering a well stepped and analysed change programme will ensure evaluation of all factors including environmental changes that not only affect the organisation but its staff. This will result in staff retention and loyalty amongst them to their organisation whilst the organisation drives forward the change and are able to implement it efficiently and successfully. As highlighted above the writers organisation does not adopt the view of Burnes, B. (2020) where an organisation must freeze and unfreeze process but fully supports and implements Kotter (1990) that small steps analysing, mapping, and adapting to the environmental changes whilst working collaboratively with its staff and stakeholders the organisation will drive successful change.

In the current workplace the data analyst is fully aware of their internal and external environments. They are the key holders to transform the organisations direction through constant evaluation of the changes around them but also gaining the buying of stakeholders and staff and managing their expectations effectively. There simply is no point in watching an organisation’s environment if there is no intention to highlight and discuss both the benefits and negatives with the organisation and its stakeholders. You will simply be a sinking ship in an ever-changing world if your staff are unable or unwilling to continuously change and adapt to the environment surrounding them.

In conclusion, it is important that both the internal and external environments are monitored and analysed, and that the organisation ensures that continuing evaluation of the changes and the support and expectations of each stakeholder is addressed and met. Senior managers must constantly monitor, assess, and document the information received through their analysis of the constant changes within its environment and feeding this into a stakeholder analysis matrix. The organisation is responsible to lead stakeholders through any environmental changes, there are change models that the organisation and its staff can utilise, such as Lewin (1944) and Kotter (2012). It is essential that analysis and evaluation of the environmental changes is followed in steps and that the organisation and senior managers communicate the processes effectively in order to reach their goal.



[bookmark: _Toc85325251]4.0 Application of a range of relevant academic theorists/models

Mintzberg 5 P’s Model:  
Mintzberg, H. (1998) identified and developed this to operationalise the concept of strategy meaning streams of behaviour could be isolated and strategies within that behaviour identified as consistent patterns. Each of the 5 P’s represent a different approach to a strategy, Plan, Ploy, Pattern, Position and Perspective.
Plan the strategy or approach must be written in advance highlighting the end goal. Forward planning along with written reports is a must within a government organisation. Agreement from higher management or Parliament will be given without a planned approach.
Ploy is the view or way of outsmarting your competitors and producing better bigger products and services. As the organisation (the current workplace) does not have competitors (DVLA) it must still ensure that it keeps up with customer demand, changes in IT, online transactions and also ensures that stakeholders providing a service to the organisation are fit for purpose. 
Pattern is a way of identifying and learning from patterns within a change or implementation process, it is a highlighted behaviour or trend that can be utilised efficiently. During the pandemic and throughout the implementation of the legislation change the organisation identified a pattern of requests for online transactions. Due to lockdown and ongoing Covid 19 restrictions customers were unable to access paper application forms, have their pictures taken, verify identities or purchase postal orders. By identifying this and sourcing the necessary technology and infrastructure to support some licensing transactions to be submitted online.
Position is the current marketplace of the organisation, who are the competitors what service or product are they currently supplying and in what market. As above, a government organisation does not have competitors but must continue to keep up with the demands of its customers and stakeholders. 
Perspective is the way an organisation views itself (the organisations culture) in the world and against its competitors. Not only from a company’s viewpoint but also for the eyes of its employees, management, and stakeholders. An organisation’s positive culture can have a substantial influence on its collective thinking and strategic decision making. The organisation portrays a positive workplace culture supporting staff growth and education, inclusivity and prides itself in holding a customer service charter mark of excellence.

Porter, M. (1980) disagrees with Mintzberg highlighting that categorising strategy steps often cost more in deliberation and planning and will force out entrepreneurship and independent vision amongst an organisation’s workforce this view is also supported by that of Miles and Snow's (1978) who adds that highly deliberated strategies will inevitably drive organisations visions into one potential outcome that may not necessarily fit overall goal or be the best fit for the organisation its stakeholders and customers.


 
Porters 5 Forces Model: 
Porter, M. (1998) identified a simple framework to assess and evaluate an organisations position and competitive strength within its market. Porter theory is based on the concept of five forces that determine the competitiveness and draw of the market. He states that in a competitive industry an organisation must lower profit margins slightly and tighten efficiency in order to disturb its competitors and succeed.
Industry competition: This is the rivalry between similar organisations or companies. The ability to identify competitors and analysing their activities and moves within the market will give an organisation or company an edge on offering similar products at lower prices or greater advertising techniques. As stated above the organisation (the current workplace) does not have competitors (DVLA) but despite this must ensure that it keeps up with its competitors, meets customer demand and ensures that stakeholders providing a service to the organisation are fit for purpose.
Threat of new entrants: This is the major source of competition and concern to an organisation or business. The size of the new company, the products, prices, and profitability of existing companies is a threat. As stated above this is not a factor within the current workplace
Bargaining power of suppliers: Also have substantial bargaining power over an organisation that can directly affect the profitability and potential increased prices to customers. The suppliers power to increase prices, lower quality and can even offer less substitutes. As above, the organisation does not have the ability to directly source its own suppliers. All government agencies are provided with the same suppliers under a ‘service level agreement’ arranged and imposed at Parliament level.
Bargaining power of customers: Customers have the ability to choose from a number of organisations or companies in the marketplace and are able to voice their experience on many different platforms. This puts companies and their products under that can affect the price to customers but also an increased cost to investors. Customers exercise greater purchasing and word of mouth power. This again, does not directly impact on the current workplace as there is only one supplier of driving licences for UK citizens.
Threat of substitute products or services: Is the main source of competition in any industry. Substitute products are normally offered at slightly lower prices with the same quality as current market products and this introduction can change the competitive edge of a company overnight. Once again this does not impact on the current workplace.

Mintzberg (1998) disagrees with Porter highlighting that the bargaining power of a customer and the impact on an organisation or business is the main step in analysing and identifying an organisations position within the current marketplace. He argues that this fundamental section of analysis should be a ‘step on its own’ and not incorporated into the overall vision that Porter has highlighted. 

	
 
In the current workplace the change occurred immediately with very little warning and no additional resources and was based on the demands and environment caused by COVID-19 pandemic and therefore applying a stakeholder analysis model to the change was impossible. Prior changes (before COVID) did not follow Mintzberg or Porters application models due to the majority of the steps in both models not aligning with the organisation. A government department does not have competitors, it does not choose it suppliers, nor does it produce a product or supply a service for financial gains and profit. The current workplace provides a service to customers that cannot be found elsewhere in the UK. However, it does indeed have to identify and analyse both its internal and external environments in order to keep up with the ever-changing world of IT, customer’s expectations, and the changing pace in which the organisation sits.

To conclude it is the view of the student that the organisation had considered and implemented some steps from both Mintzberg and Porters models when the need for change presented itself and both models were used to implement it. By identifying and following some of the steps allowed the organisation to constantly review its position against the needs of the marketplace and its customers. The current workplace therefore started with the change first but seemingly and easily became efficient in identifying and analysing the environment and supporting the changes and processes accordingly. This highlighted that constant monitoring of an organisation’s environment is not the first step in bringing about change but that knowing your environment can support an unforeseen change and implemented efficiently within an organisation. This is supported by the view of Gloor, P. (2006) highlighting environment changes must be considered when pushing a change through an organisation to meet an end objective along with Levitt, T. (2002) who identified that innovation and environment changes impact on the development, creativity, and organisational growth. 
[bookmark: _Toc85325252]5.0 Provide a critical appraisal of your chosen organisation’s current strategic direction  


Within the current workplace the organisation is heavily reliant on paper licensing applications for staff to process whilst utilising the NHS to support the medical investigations with staff at their desks to analyse medical records, work collaboratively with internal departments as well as external stakeholders in order to make the necessary licensing decisions. The organisations strategic direction and plan for 2020 to 2024 was to move away from paper transactions, recruit more medically trained staff to assess applications as well as building and IT framework that would support more homeworking for non-operational staff thereby reducing the organisations carbon footprint and allowing them to identify more as a flexible and family friendly workplace. Any changes within the organisation are always planned years in advance with meticulous analysis and report writing to cover every eventuality. Unfortunately, due to the world pandemic of coronavirus in 2020 this brought about an immediate change to the organisations strategic direction. Changes of legislation made in Parliament were thrust on the business overnight and within days a fully functioning government department with over 5000 staff abruptly came to a standstill.
Legislation to amend how medical investigations were investigated needed to be implemented, training given and support to operational staff put in place within hours. Another key factor was that the UK was forced into lockdown meaning anybody who could work from home. This resulted in 4000 of the organisation’s employees being sent home without the equipment system access needed to undertake the role from home.

The external forces that forced that brough about the change were beyond the organisations control. However, key elements of the change were in line with the organisations strategic direction. Whilst the initial vision had a four year implementation plan the change of legislation was to be enforced immediately. IT departments were tasked with restoring and encrypting old laptops, building an access platform to internal databases, and ensuring external access were subjected to higher security clearance. Process changes were implemented without staff input, no time for stakeholder explanations or to ensure policy compliance it simply had to be implemented with senior managers now having to remotely supervise staff, enforce the GDPR regulations and still monitor and individuals work output. 

Mitchel, A. (2016) states that current directions for change are driven collectively by many external forces, society, countries growth and government politics help to drive a change that is then implemented and supported by the organisations strategic vision. In support and addition, Fullan, N. (1993) identifies and supports Mitchel, A. (2016) theory that change and reform is not only driven by an organisations vision but also by its external forces, and that change can only be implemented once a direction is set and must start from grass roots up by, engaging with knowledgeable staff that will lead to a successful and productive change process. However, their views are not supported by Rouse, D. (1998) who implies that an organisations direction is predominantly influenced by its workforce and not the environment in which it sits. He continues to state that despite the world being unpredictable it is familiar and steadfast in its way of doing business, and whilst staff and stakeholders continue to work towards one vision change does not come. The only certainty is change in staff, not change in the environment. It is the views of Fullan and Mitchel’s that are more closely linked to the views of the writer who agrees that although change will come it does not always have to be identified, analysed and in line with the organisations vision to be implemented and work successfully. The abrupt change in legislation and the forced change of direction that slightly aligned with the organisations vision was implemented and successful and it’s still in use 18 months later supporting the organisation and keeping the customers, stakeholders, workforce and ultimately the UK government and economy running. 

To conclude Evans, L. (2012) states that there are three key components that set direction, environmental influences, attitudinal development of an organisation and its staff/stakeholders. All three factors are key components when identifying, analysing, and implementing any change. By understanding and knowing your environment, setting strategic vision will drive an organisation and its staff through change. However, there are some instances where change cannot be forecast but must be implemented immediately in order to continue providing a service as was the case in the current workplace due to the COVID 19 pandemic. Fortunately, such imminent and forced are not commonplace within the organisation but given the difficult circumstances the organisation has risen to the challenge and continued to provide a service to its customers and stakeholders. It is with this view in mind that planned strategic visions can still be obtained even with last minute unforeseen circumstances if the organisation and its staff have a vision for success and a drive for excellent customer service.
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6.0 Depth and clarity of the proposed new strategy

In order propose a clear strategy for implementation the writer has produced a scope document (Appendix D) highlighting the initial steps for implementation. Appendix D clearly highlights the foundation for the proposed strategy plan, identifying the goal, purpose, backgrounds, time restrictions and deliverables. Through her research discussed above it is evident that without these set goals and highlighting both the positive and negatives the proposed plan will not be accepted. You can see that by defining the purpose and background it has a more fluid process for the implementation and sets realistic goals. Clearly defined it addresses why there is a need for the proposed change and what factors have been analysed, the impact it could have on the organisation in the past and the realistic vision that is attainable within the time period. 

[bookmark: _Toc456901523]Clearly defining the objective that over 200 trained staff have left the agency within the first two years of employment due to the inflexibility around family friendly policies and the ability of not being able to be working from home. By analysing HR records and discussing with previous members of staff it is clear to see that the majority have left for more time at home, a lesser commute, and the ability to manage their own daily schedule around family life. This is the focus of the strategy is to assess the ongoing viability of offering current long serving staff with 10 years plus service and experience the option to work from home. There have been many barriers identified by the writer during her findings, these include environmental changes, restrictions on time and, in particular the process driven nature of the organisation that has not successfully been changed in over 40 years. During the covid 19 pandemic the organisation was forced to revise its delivery of services due to limited staff numbers on site along with the unavailability of the NHS for non-emergency or COVID related medical care. To lessen the impact on the increasing backlog whilst continuing to keep the country’s infrastructure moving current process were adapted and IT infrastructure quickly build and put in place to support this without the need for months of analysing, discussing, report writing and staff engagement…. It was simply changed.
 This has allowed the student to identified that the situation would allow some creative thinking but with little support from senior managers and the culture of a process driven organisation did not fully support a new and creative idea. When government demanded the organisation adhere to their output, management became more open to creative ideas thus allowing for immediate changes to keep up with the change in the environment and not months of research and discussion that would then render the information, analysis and decisions outdated to the ever change competitive world.
 
To conclude, it took a world pandemic for the student’s current workplace to realise its staffs’ potential and force a change from an autocratic organisation. By implementing a small but significant change reduced the backlog significantly within a few months thus supporting the wheels of the economy and the country to continue moving. This fast change of direction resulted in staff simply adapting to the change along with the organisation adapting to the environment changes. It is clear from her research that although the change has been implemented it included only sone departments and given a limited time frame. This could effectively be rolled out to all departments as the infrastructure is not in place to support home working, backlogs are decreasing quickly, and staff morale and output is at its highest level in nearly 2 years. 
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