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[bookmark: _Toc547300945] 1. Introduction to Morgan Motor Company
Morgan Motor Company is a British luxury car manufacturer founded in 1909 by H.F.S. Morgan. Based in Malvern, Worcestershire, the company is renowned for producing handcrafted sports cars that combine traditional craftsmanship with modern engineering. Unlike mass-production manufacturers, Morgan focuses on building bespoke vehicles in small volumes, creating a unique and personalised customer experience. This commitment to quality, heritage and exclusivity has helped establish a strong reputation within the luxury automotive market Morgan Motor Company, (2026).
Morgan operates within the UK automotive industry, which is currently undergoing significant change due to advances in electric vehicles (EVs), artificial intelligence (AI), automation and digital manufacturing technologies. At the same time, growing environmental concerns, changing consumer expectations and stricter government regulations are increasing pressure on manufacturers to adopt more sustainable and innovative practices Butterfield and Low, (2017).
The company's vision is to preserve its heritage while embracing innovation to remain competitive in a rapidly evolving market. Morgan aims to deliver premium vehicles and exceptional customer experiences while maintaining the craftsmanship and character that have defined the brand for more than a century.
Morgan has been selected for this report because it faces the challenge of balancing tradition with innovation. While its heritage and handcrafted production methods are key strengths, the increasing influence of digital technologies, automation, AI and sustainability requirements means the company must adapt to remain competitive.
This report examines the internal and external factors driving change at Morgan Motor Company and evaluates the impact of technological developments, competition and changing customer expectations. It also assesses change management models, leadership approaches and organisational culture before proposing a strategic change management plan to support digital transformation, improve operational efficiency and ensure long-term business growth.
[bookmark: _Toc316300540][bookmark: _Toc723603821][bookmark: _Toc1866612]2. Environmental and Organisational Analysis

2.1 External Environment Analysis  
A PESTLE analysis examines the external factors that influence an organisation's performance and strategic decisions. As shown in Figure 1, Morgan Motor Company operates in a changing environment shaped by political, economic, social, technological, legal and environmental factors Whittington et al., (2023).


Figure 1: PESTLE Analysis
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Figure 1 highlights that technological and environmental factors are the main drivers of change for Morgan Motor Company. Growing pressures from digitalisation, artificial intelligence (AI), sustainability regulations and changing customer expectations are challenging the company's traditional business model. According to Whittington et al. (2023), organisations must adapt to external changes to remain competitive. Similarly, Benn et al. (2014) argue that organisations that fail to respond to environmental pressures risk losing relevance and market position. Therefore, Morgan must balance preserving its heritage with adopting new technologies and sustainable practices to support future growth.

[bookmark: _Toc680727778][bookmark: _Toc983645465][bookmark: _Toc497821688]2.2 Internal Environment Analysis (SWOT)
An internal environment analysis helps organisations identify their strengths, weaknesses and the resources needed to remain competitive Indris and Primiana, (2015). For Morgan Motor Company, this is important as the business seeks to preserve its heritage and craftsmanship while adapting to technological change and increasing competition. 
Figure 2: SWOT analysis
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The SWOT analysis highlights that Morgan's key strengths are its heritage, skilled craftsmanship and strong brand reputation, which help differentiate the company within the luxury automotive market. However, the company faces challenges, including limited production capacity and slower adoption of digital technologies compared to larger competitors. These weaknesses may reduce Morgan's ability to respond quickly to changing customer expectations and technological developments. Furthermore, increasing competition from electric vehicle manufacturers and technology-driven automotive companies could threaten Morgan's market position if it fails to continue innovating and adapting HM Government, (2021).
[bookmark: _Toc301301476][bookmark: _Toc505009100][bookmark: _Toc1558021207]2.3 Triggers for Change
Morgan Motor Company operates in an automotive industry that is changing rapidly due to advances in technology, shifting customer expectations and increasing competition. As a result, the company faces growing pressure to adapt its operations and business strategy to remain competitive and support long-term growth.
One of the main drivers of change is digital disruption. Digital technologies are transforming the way businesses operate and interact with customers. Today, consumers expect to be able to research products, engage with brands and access information through digital channels. Westerman et al. (2014) argue that digital transformation is now essential for organisations seeking to remain competitive. Although Morgan is known for its traditional craftsmanship and heritage, it must continue to strengthen its digital presence to meet the expectations of modern consumers.
Artificial intelligence (AI) is another important factor influencing change within the automotive sector. AI can be used to improve production efficiency, enhance quality control, support predictive maintenance and provide valuable customer insights Liao, (2026). Many leading automotive manufacturers are already investing heavily in AI technologies to improve performance and reduce costs. While Morgan may not have the same resources as larger manufacturers, adopting appropriate AI solutions could help improve operational efficiency and support future business growth.
Changes in consumer buying behaviour are also creating pressure for change. Online shopping and digital engagement have become increasingly important, even within the luxury vehicle market. Customers now expect personalised online experiences and easy access to product information before making purchasing decisions Kotler et al., (2022). Therefore, Morgan must continue to develop its digital marketing and customer engagement strategies to attract new customers and maintain strong relationships with existing ones.
Competition within the automotive industry is becoming increasingly intense. Morgan not only competes with traditional luxury car manufacturers but also with innovative electric vehicle companies that are investing heavily in technology and sustainability. According to Johnson et al. (2023), organisations that fail to respond to changing market conditions risk losing their competitive position. While Morgan's heritage remains an asset, relying solely on tradition may not be enough to secure future success.
Finally, Morgan's organisational capabilities play a key role in determining its ability to respond to these challenges. The company benefits from a strong brand reputation, skilled workforce and specialist manufacturing expertise. However, its relatively limited digital capabilities may make it more difficult to keep pace with technological developments. Barney, (1991) argues that organisations must continuously develop new resources and capabilities to maintain a competitive advantage. Therefore, Morgan must invest in digital skills, technology and innovation while continuing to preserve the craftsmanship and quality that define its brand.
[bookmark: _Toc334649146][bookmark: _Toc1191785764][bookmark: _Toc2005816139]3. Review and Evaluation of Change Management Models
As organisations face rapid technological change, increasing competition and changing customer expectations, effective change management is essential for long-term success. For Morgan Motor Company, adopting digital technologies and AI requires a structured approach to managing change.
[bookmark: _Toc2016124667][bookmark: _Toc507557914][bookmark: _Toc1055427250]Lewin's Three-Step Model
Lewin's (1951) model consists of three stages: Unfreeze, Change and Refreeze. It helps organisations prepare employees for change, implement new ways of working and embed these changes into everyday practice.
A key strength of the model is its simplicity and clear structure. For Morgan, it could help communicate the need for digital transformation and support the introduction of new technologies. However, the model has been criticised for being too simplistic for modern organisations. Cameron, & Green, (2019) argue that the concept of "refreezing" may be unrealistic in environments where continuous adaptation is required. As digital transformation is an ongoing process, Lewin's model may not fully address Morgan's long-term change needs.
[bookmark: _Toc807517929][bookmark: _Toc1185045992][bookmark: _Toc24582119]Kotter's Eight-Step Model
Kotter's, (1996) model provides a more detailed framework for managing change. It focuses on creating urgency, building leadership support, communicating a clear vision, generating short-term wins and embedding change within organisational culture.
A major strength of the model is its emphasis on leadership and communication. This is particularly important for Morgan, where employees may be concerned that AI and automation could threaten traditional craftsmanship. By creating a shared vision, leaders can help employees understand the benefits of change. The model also supports long-term cultural change, which is important for ensuring new practices become embedded within the organisation.
However, Kotter's approach can be time-consuming and resource-intensive, particularly for smaller organisations Appelbaum et al., (2012). Despite this limitation, it remains one of the most effective models for large-scale organisational transformation.
[bookmark: _Toc1445599338][bookmark: _Toc131917108][bookmark: _Toc292217662]ADKAR Model
The ADKAR Model Hiatt, (2006) focuses on individual employee change through five stages: Awareness, Desire, Knowledge, Ability and Reinforcement.
Its main strength is its focus on people. The model recognises that organisational change is only successful when employees adopt new behaviours and skills. For Morgan, this is particularly relevant as employees will need training and support to adapt to digital technologies and AI systems. ADKAR is also effective in identifying and addressing resistance to change.
However, the model focuses primarily on individual behaviour and provides less guidance on wider organisational issues such as strategy, leadership and culture Cameron, & Green, (2020). Therefore, it may not be sufficient when used alone for large-scale transformation.
[bookmark: _Toc1964685679][bookmark: _Toc1910722903][bookmark: _Toc1192376]Recommended Approach
While each model offers valuable insights, none fully addresses all of Morgan Motor Company's change requirements when used independently. Therefore, a hybrid approach combining Kotter's Eight-Step Model and the ADKAR Model is recommended.
Kotter's model provides a strong strategic framework by helping leaders create a clear vision, build organisational support and embed change within the company culture Kotter, (1996). This is particularly important for Morgan as it seeks to introduce digital technologies while maintaining its heritage and craftsmanship.
At the same time, ADKAR complements Kotter's framework by focusing on employees and ensuring they have the motivation, knowledge and skills required to adapt to new technologies and working practices Hiatt, (2006). This is especially relevant for Morgan because the company's skilled workforce is one of its most important assets.
Combining these two models allows Morgan to address both the organisational and human aspects of change. Kotter provides the strategic direction needed to drive transformation, while ADKAR helps employees successfully navigate the transition. According to Burnes, (2020), successful organisational change depends on strong leadership, effective communication and employee engagement. Therefore, a Kotter-ADKAR hybrid approach provides the most suitable framework for supporting Morgan Motor Company's digital transformation and long-term competitiveness.
[bookmark: _Toc1712940768][bookmark: _Toc557655682][bookmark: _Toc975389907]4. Leadership and Organisational Culture in Change
Leadership and organisational culture play a significant role in determining whether a change programme succeeds or fails. While change management models provide a framework for implementing change, leaders help employees understand, accept and support new ways of working. At the same time, organisational culture influences employees' attitudes and willingness to embrace change. For Morgan Motor Company, the successful adoption of digital technologies and artificial intelligence (AI) will depend on effective leadership and a culture that supports innovation while preserving the company's heritage and craftsmanship.
[bookmark: _Toc1622559221][bookmark: _Toc692097905][bookmark: _Toc30837172]Leadership Styles and Their Impact on Change
[bookmark: _Toc1562810466][bookmark: _Toc1008526120][bookmark: _Toc1988657631]Transformational Leadership
Transformational leadership is widely recognised as one of the most effective approaches for managing organisational change. Transformational leaders inspire employees through a clear vision, encourage innovation and support personal development Bass, & Riggio, (2006).
For Morgan Motor Company, this leadership style would be particularly valuable as the organisation introduces digital technologies and modern manufacturing practices. Employees may be concerned that automation and AI could threaten traditional craftsmanship. Transformational leaders can address these concerns by demonstrating how technology can enhance rather than replace employee skills. By creating a shared vision, leaders can encourage employees to view change as an opportunity for growth.
However, transformational leadership relies heavily on the leader's ability to communicate effectively and gain employee trust. If the vision is unclear or employees lack confidence in leadership, resistance to change may still occur Northouse, (2025).
[bookmark: _Toc930736820][bookmark: _Toc200099287][bookmark: _Toc861670352]Transactional Leadership
Transactional leadership focuses on achieving goals through structure, supervision and performance management. Leaders establish clear expectations and use rewards or corrective actions to ensure employees meet required standards Bass, & Riggio, (2006).
This approach can be useful during the implementation of new systems and procedures. For example, Morgan may use transactional leadership to ensure employees complete training programmes and follow new digital processes. However, the approach is often criticised for focusing on short-term performance rather than innovation and employee engagement, making it less effective as the primary leadership style during major transformation Northouse, (2025).
[bookmark: _Toc248228189][bookmark: _Toc1804769716][bookmark: _Toc76082371]Situational Leadership
Situational leadership suggests that leaders should adapt their approach depending on employee needs, skills and experience Hersey, et al., (2013). This flexibility is particularly relevant for Morgan, as employees are likely to respond differently to digital transformation. Some may require significant support and training, while others may adapt quickly to new technologies.
Although situational leadership allows managers to respond to individual needs, its success depends on accurately assessing employee readiness. This can be challenging during periods of large-scale organisational change.
Overall, transformational leadership appears to be the most suitable approach for Morgan because it promotes innovation, communication and employee engagement. However, elements of transactional and situational leadership may also be useful during specific stages of the change process.
[bookmark: _Toc976550480][bookmark: _Toc1482017837][bookmark: _Toc1905741687]Organisational Culture and Its Impact on Change
[bookmark: _Toc285746864][bookmark: _Toc1730568070][bookmark: _Toc1042678529]Schein's Organisational Culture Model
Schein, (2017) describes organisational culture as consisting of artefacts, values and underlying assumptions. Morgan's culture is strongly influenced by its heritage, craftsmanship and commitment to quality. These values contribute to the company's strong reputation and unique market position.
However, while these traditions are a strength, they may also create resistance to change if employees perceive digital technologies as a threat to established ways of working. Leaders must therefore ensure that innovation is presented as a way of supporting, rather than replacing, Morgan's craftsmanship.
[bookmark: _Toc1246957801][bookmark: _Toc772364881][bookmark: _Toc1301355542]Hofstede's Cultural Dimensions
Hofstede's, (2006) model highlights how cultural values influence attitudes towards change. One relevant dimension is uncertainty avoidance, which refers to how comfortable people are with uncertainty and new situations.
Within a traditional organisation such as Morgan, some employees may feel uneasy about AI, automation and digital systems. This could result in resistance if they believe these changes threaten their roles or the company's heritage. However, employees who recognise the need for long-term competitiveness may be more willing to support change.
[bookmark: _Toc558905123][bookmark: _Toc848084440][bookmark: _Toc2004257100]Handy's Organisational Culture Model
Handy, (1993) identified four organisational cultures: power, role, task and person culture. Morgan most closely reflects a task culture, where specialist skills, expertise and collaboration are highly valued.
This culture supports high-quality craftsmanship and strong employee commitment. However, a strong attachment to traditional methods may make the introduction of new technologies more challenging. Therefore, leaders must clearly demonstrate how innovation can strengthen existing capabilities rather than undermine them.
[bookmark: _Toc1895336346][bookmark: _Toc630702513][bookmark: _Toc1648225053]Impact of Leadership and Culture on Change
The success of Morgan Motor Company's digital transformation will depend on how effectively leadership and organisational culture work together. Strong leadership can reduce uncertainty, build employee commitment and encourage acceptance of new technologies. At the same time, leaders must respect the heritage and craftsmanship that define Morgan's identity.
Although Morgan's culture promotes pride, quality and expertise, it may also create resistance if employees believe technology threatens traditional practices. Therefore, effective communication, employee involvement and ongoing training will be essential. By combining transformational leadership with a culture that values both innovation and tradition, Morgan can successfully implement change while preserving the qualities that make the company unique.

[bookmark: _Toc1865830580][bookmark: _Toc905642730][bookmark: _Toc659992829]5. Proposed Strategic Change Management Plan
The findings from the previous analysis show that Morgan Motor Company is operating in an increasingly challenging environment. Rapid developments in digital technology, artificial intelligence (AI), changing customer expectations and growing competition are transforming the automotive industry. While Morgan's heritage and handcrafted approach remain important strengths, the company must also adapt to these changes to remain competitive and support future growth. As Kotter, (1996) suggests, successful organisational change requires a clear vision, effective leadership and the support of employees. Therefore, this strategic change management plan focuses on introducing digital technologies, improving customer engagement and developing employee skills while preserving the craftsmanship and heritage that make Morgan unique.
[bookmark: _Toc1284898162][bookmark: _Toc662992309][bookmark: _Toc801494853]5.1 Change Vision and Objectives
[bookmark: _Toc7661419][bookmark: _Toc2066165411][bookmark: _Toc2081415580]Change Vision
The proposed vision for Morgan Motor Company is:
[image: ]
This vision reflects Morgan's ambition to embrace innovation and modern technology while continuing to deliver the quality, exclusivity and craftsmanship that customers associate with the brand.
[bookmark: _Toc1773858569][bookmark: _Toc339477880][bookmark: _Toc1539900745]Strategic Objectives
To support this vision, the following objectives are proposed:
· Improve operational efficiency through the introduction of AI-supported production and quality control systems.
· Enhance the customer experience by providing improved digital engagement and personalised online services.
· Develop employees' digital skills through training and development programmes.
· Improve sustainability by reducing waste and increasing production efficiency.
· Preserve Morgan's heritage and craftsmanship while adopting new technologies and innovative ways of working.
These objectives aim to help Morgan balance its traditional strengths with the opportunities created by technological advancement. According to Sott, & Bender. (2025), organisations are more likely to achieve long-term success when they build on their existing strengths while responding effectively to changes in the external environment. 
[bookmark: _Toc1863410317][bookmark: _Toc2016532337][bookmark: _Toc422739237]
5.2 Stakeholder Analysis
Figure 1 shows the key stakeholders involved in Morgan Motor Company's digital transformation programme. The stakeholder matrix Mendelow, (1991) helps identify which groups have the greatest influence over the project and how much interest they have in its success, enabling the company to develop appropriate engagement strategies.
[image: ]
The Manage Closely category includes senior management, investors and employees. These stakeholders have both high influence and high interest in the change programme. Senior management will lead the transformation, investors will focus on its financial outcomes, and employees will be directly affected by new technologies and ways of working. Therefore, these groups require regular communication, involvement and support throughout the implementation process.
The Keep Satisfied category consists of regulators and technology partners. While they may have less day-to-day involvement, they have significant influence over the project's success. Morgan must ensure compliance with regulatory requirements and maintain strong relationships with technology providers supporting the transformation.
Customers and suppliers fall into the Keep Informed category. Although they have less influence over decision-making, they have a strong interest in the outcomes of the programme. Regular updates will help maintain customer satisfaction and support effective supplier relationships.
Finally, competitors and the public are placed in the Monitor category. These stakeholders have relatively low influence and interest but should still be monitored as changes in market conditions or public opinion could affect future business decisions. Overall, employees, senior management and investors should be prioritised throughout the change process, as their support will be critical to the successful implementation of Morgan's digital transformation strategy Freeman, (2010).







5.3 Change Implementation Framework
[image: ]
Figure 2 shows the planned timeline for Morgan Motor Company's digital transformation programme over a 24-month period. The project is split into three stages: Preparation and Readiness (Months 1–3), Technology Implementation (Months 4–12), and Embedding and Continuous Improvement (Months 13–24). Breaking the project into phases allows change to be introduced in a structured and manageable way, giving employees time to adapt to new technologies and develop the skills needed to support the transformation. The timeline also reflects the importance of building awareness, providing training and ensuring that new ways of working become fully integrated into the organisation to support long-term success. 

5.4 Communication Plan
Communication is essential for reducing uncertainty and building support for change. Poor communication is often identified as one of the primary causes of change failure Cameron, & Green, (2020).
[bookmark: _Toc976926494][bookmark: _Toc127152316][bookmark: _Toc1493407555]Table 4: Communication Plan
	Stakeholder
	Method
	Frequency
	Purpose

	Employees
	Workshops and team meetings
	Monthly
	Explain changes and gather feedback

	Managers
	Leadership meetings
	Bi-weekly
	Review progress and address issues

	Customers
	Website and social media updates
	Monthly
	Communicate service improvements

	Investors
	Performance reports
	Quarterly
	Report progress and financial outcomes

	Suppliers
	Meetings and email updates
	Quarterly
	Coordinate operational
 changes


[bookmark: _Toc63640013][bookmark: _Toc1895115596][bookmark: _Toc664760596]The key communication message throughout the programme will be that digital technologies are intended to support and enhance craftsmanship rather than replace it.

5.5 Financial and Resource Plan
Implementing digital transformation requires significant investment in technology, infrastructure and employee development. Table 5 outlines the estimated financial resources required to support Morgan Motor Company's proposed change programme. The largest investment is allocated to digital infrastructure and cybersecurity, reflecting the importance of building a secure and reliable technological foundation for future growth Dede, et al., (2024).
[image: ]
[bookmark: _Toc1225486934][bookmark: _Toc1083429552][bookmark: _Toc959559122]
5.6 Risk Assessment and Mitigation
All change programmes involve risks that must be managed effectively.
[image: ]One of the greatest risks is employee resistance. Morgan's strong heritage culture may lead some employees to view digital transformation as a threat to traditional craftsmanship. Therefore, leaders must actively involve employees throughout the change process and clearly communicate the benefits of change.
[bookmark: _Toc1170925672][bookmark: _Toc2093706277][bookmark: _Toc1630871567]5.7 Evaluation and KPIs
Evaluating performance is essential to determine whether the change programme achieves its objectives.
[bookmark: _Toc872998450][bookmark: _Toc470207407][bookmark: _Toc652481891]Table 7: Key Performance Indicators (KPIs)
[image: ]
Performance reviews should be conducted every six months to assess progress and identify any necessary adjustments.
This strategic change management plan provides Morgan Motor Company with a structured approach to digital transformation. By combining strong leadership, stakeholder engagement, employee development and continuous evaluation, the company can successfully modernise its operations while preserving the heritage and craftsmanship that underpin its competitive advantage.
[bookmark: _Toc841183847][bookmark: _Toc2102173477][bookmark: _Toc754053118]6. Discussion and Critical Reflection
The proposed digital transformation strategy offers several benefits that could help Morgan Motor Company remain competitive in an increasingly technology-driven automotive industry. One of the main strengths of the plan is that it balances innovation with the company's heritage and craftsmanship. By introducing AI-supported technologies, improving digital customer engagement and investing in employee development, Morgan can modernise its operations without losing the qualities that make the brand unique. In addition, combining Kotter's and ADKAR's change management models provides a structured approach that focuses on both organisational change and employee involvement, increasing the likelihood of successful implementation.
Another strength of the plan is its focus on employee training and development. Employees are central to Morgan's success, and ensuring they have the skills needed to work with new technologies will be essential. Burnes, (2020) suggests that employees are more likely to support change when they understand its purpose and feel supported throughout the process. Through training and regular communication, Morgan can reduce uncertainty and encourage greater engagement with the change programme.
However, the strategy also presents some challenges. The introduction of AI systems, digital infrastructure and training programmes requires significant financial investment. As a smaller manufacturer, Morgan may face resource constraints when implementing these changes. In addition, some employees may worry that increased automation could affect traditional craftsmanship or job security. Although communication and training can help address these concerns, resistance to change remains a common challenge Cameron, & Green, (2020).
There are also important ethical considerations. Increased use of digital technologies and AI means Morgan must ensure customer and employee data is protected and used responsibly. Strong cybersecurity measures and compliance with data protection regulations will be essential. The company must also ensure that technology supports employees rather than replacing them unnecessarily.
From a sustainability perspective, the proposed strategy could improve production efficiency, reduce waste and support more environmentally responsible business practices Benn, et al., (2014). At the same time, long-term sustainability depends on maintaining employee wellbeing, preserving Morgan's heritage and ensuring continued business success.
[bookmark: _Toc460453063][bookmark: _Toc1818824389]7. Conclusion
This report has explored the challenges and opportunities facing Morgan Motor Company as it operates in an increasingly competitive and technology-driven automotive industry. The findings show that developments in digital technology, artificial intelligence (AI), changing customer expectations and growing sustainability demands are reshaping the sector and creating a clear need for organisational change. Although Morgan's heritage, craftsmanship and strong brand reputation remain key strengths, the company must continue to adapt to ensure its long-term success.
The environmental analysis highlighted that technological and environmental pressures are the main drivers of change, while the internal analysis showed that Morgan's unique craftsmanship and loyal customer base provide a strong foundation for future growth. However, limitations in digital capabilities and increasing competition from innovative and electric vehicle manufacturers present significant challenges that cannot be ignored.
The evaluation of change management models found that a combination of Kotter's Eight-Step Model and the ADKAR Model would provide the most effective approach for supporting Morgan's transformation. Together, these models offer a balance between strategic direction and employee engagement, helping to ensure that change is successfully implemented and sustained. The report also identified transformational leadership and a culture that embraces both innovation and tradition as critical factors in supporting the change process.
To respond to these challenges, a strategic change management plan was developed that focuses on digital transformation, employee development, improved customer engagement and greater operational efficiency. The plan includes clear objectives, stakeholder involvement, communication strategies, investment requirements, risk management measures and performance indicators to guide implementation and monitor progress.
Moving forward, the board should prioritise investment in digital technologies, AI-supported systems and employee training to strengthen Morgan's capabilities and competitiveness. At the same time, it is essential that the company continues to protect the heritage, quality and craftsmanship that make the Morgan brand unique. By successfully balancing innovation with tradition, Morgan Motor Company can adapt to industry changes, enhance its customer experience and achieve sustainable long-term growth.
Overall, the proposed strategy provides a practical and realistic roadmap for helping Morgan embrace the opportunities of digital transformation while preserving the values that have defined the company for more than a century.
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Table 6: Risk Assessment

Risk
Employee resistance

Technology implementation
failure
Budget overruns

Cybersecurity threats

Skills shortages

Likelihood
High
Medium

Medium

Medium

High

Impact

High

High
Medium

High

Medium

Mitigation Strategy
Communication, training and
involvement

Pilot testing and expert
support

Regular financial monitoring
Enhanced cybersecurity
measures

Recruitment and employee
development
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Investment Area Estimated Cost (£)

Al'Systems and Software 300,000
Employee Training and Development 250,000
Digital Infrastructure 450,000
Cybersecurity Systems 250,000
Change Management Activities 100,000
Contingency Fund 150,000

Total Investment 1,500,000
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Strengths

Weaknesses

Strong heritage and brand reputation dating
back to 1909 Morgan Motor Company,
(2026)

High-quality handcrafted vehicles that
differentiate the brand Morgan Motor
Company, (2026).

Loyal customer base and strong brand
identity Morgan Motor Company, (2026).

Premium market positioning and
exclusivity.

Limited production capacity compared with
larger automotive manufacturers Syed.
(2023)

Relatively low levels of digitalisation and
automation compared with industry leaders
Brind, et al, (2024).

Limited financial resources for large-scale
technological investment.

Dependence on a niche luxury vehicle
market.

Opportunities

Threats

‘Adoption of Al and digital manufacturing
technologies Hong, etal (2026).

Growing demand for sustainable luxury
vehicles UN, (2023).

Expansion of online sales and customer
engagement platforms Kotler et ., (2022).

Development of low-emission and
innovative vehicle solutions Logan etal.,
(2022)

Increasing competition from luxury and
electric vehicle manufacturers Hong,
(2024)

Rapid technological change within the
automotive industry.

Economic uncertainty affecting consumer
spending.

Increasing environmental regulations and
compliance costs HM Government, (2021).
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'To become a digitally enabled luxury automotive manufacturer that combines
traditional craftsmanship with innovative technologies to deliver exceptional customer
experiences. operational excellence and sustainable growth.”
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Gantt Chart: Morgan Motor Company Digital Transformation Plan

Continuous monitoring & improvement
Embed innovation in culture
Recognise employee achievements
Review performance outcomes
Employee training programmes
Customer engagement platforms
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Table 7: Key Performance Indicators (KPIs)

Objective

Improve operational efficiency
Enhance customer experience
Develop employee capabilities

Increase digital engagement

Improve sustainability
performance

KpI

Production efficiency rate
Customer satisfaction score
Training completion rate
Website and online
enquiries

Carbon emissions

Target

Increase by 20%
Increase by 15%
95% completion

Increase by 25%

Reduce by 10%




image7.png
Factors

Analysis

Impact on Morgan Motor
Company

Political The UK Government's commitment | Morgan faces increasing pressure
to achieving Net Zero emissions by | to invest in sustainable
2050 and support for low-emission | technologies and adapt ts product
transport is accelerating the portfolio to align with future
transition towards sustainable environmental policies and
vehicle production Logan, et, al, regulations.

(2022).

Economic Rising inflation, supply chain Tncreased production costs may
distuptions and increasing reduce profitabilty, while changes
manufacturing costs continue to | in consumer confidence could
affect the UK automotive sector. | affect demand for Morgan's
Economic uncertainty may also premium products.
influence consumer spending on
luxury vehicles Strateqy, (2021).

Social Consumers are increasingly Morgan must adapt o changing
concerned about environmental customer expectations while
sustainability and expect greater maintaining the heritage and
digital engagement throughout the | exclusivity that define s brand
purchasing process. Younger identity.
generations are particularly
attracted to innovative and
environmentally responsible brands
Kotler et al. (2022).

Technological | The development of artficial Morgan has opportunities to
inteligence (Al), automation, enhance operational efficiency and
Industry 4.0 technologies and digital | customer experience through
manufacturing is transforming the | digital transformation, but
automotive industry. These implementation requires
technologies improve efficiency, | investment and organisational
quality control and customer change.
engagement Liao, (2026).

Legal ‘Automative manufacturers face Failure to comply with legal
strict regulations relating to requirements could lead to
emissions, health and safety, financial penalties, reputational
consumer protection and data damage and operational
privacy Taeihagh, & Lim, (2019). | disruption.

Environmental | Climate change concerns and Morgan must demonstrate

growing stakeholder expectations
are increasing pressure on
businesses to reduce carbon
emissions and improve
sustainabilty performance United
Nations, (2023).

environmental responsibility
through sustainable manufacturing
practices and reduced
environmental impact to maintain
stakeholder trust.
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Figure 1: Stakeholder Analysis
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