Understanding the Management of Change 
On the Job Training 

1. In the new CIPD Profession Map, Change is one of the core knowledge areas. Evaluate your knowledge, skills, and ability in relation to this area using the definitions from the profession map and discuss any developmental needs with your manager. Record your discussion.
Having reviewed the knowledge area of change on the CIPD profession map, I have identified some areas that I can improve my knowledge and practice of change. The CIPD defined this knowledge area as taking a structured and planned approach to change to ensure change happens in a considered way. 
Having reviewed what I should know at my level (associate), I feel that I am confident with carrying out SWOT and PESTLE analysis, having studied this in my business degree and having used them effectively in my previous organisation. I would also say, having discussed with my manager, that I understand the advantages and disadvantages of change management approaches. Again, this comes from experiencing change within organisations and seeing how well (and badly) change can be undertaken. Another factor of this knowledge area of the profession map I would say I was confident in applying is models for change, again having understood these from previous study, but also ‘living and breathing’ them in my working practices (i.e. Kubler-Ross’ change model, for instance).  
I have successfully delivered and supported on a number of change projects, for example TUPE processes and supporting with a merger of another business. I continue to manage projects from start to finish, managing them solely or with support (where needed). For example I am currently adopting a new retention initiative within my organisation which I have developed, and will see this through to implementation stage. I am also very open to change and would describe myself as agile in my style of working. I believe this is a product of having been through many change initiatives within my organisation, which has helped me to become resilient to change, but also gain a broader understanding of the need for change. 
I would say the area I need to improve on from reviewing the profession map knowledge area of change, would be conducting skills or capability audits and gap analyses in my area of work. This is something I have little to no experience in, so have asked my manager to support me in meeting this objective which has been agreed as part of my in-work personal development plan (PDP).   
2. Complete a SWOT analysis of an impending change in your organisation. Clearly list the strengths, weaknesses, opportunities, and threats represented by this change. Discuss the HR implications of the change with your line manager and submit a summary of your discussion plus SWOT.
As part of an organisational change, the HR and Finance teams within my organisation are currently being restructured in order to be more efficient, cost effective and value-adding to the business. There are many benefits but also implication of such a big change, which will not only be felt by the teams themselves but also the wider organisation. To explore the strengths, weaknesses, opportunities and threats represented by this change, I have developed a SWOT analysis as follows, to demonstrate the different factors which may impact such a change: 
	Strengths 
	Weaknesses

	
· More streamlined teams can mean more efficiency
· People being in the ‘right role in the right place’ can help with improved service delivery
· Better performing teams can add to productivity and overall business success




	
· Impact on morale within team of possible redundancy 
· Whilst changes are happening, service delivery could be impacted 
· Change may not work; need to ensure restructure is well planned and thought out to be the best option for the organisation in the long term, not a short-term fix

	Opportunities 
	Threats 

	
· Roles may change to enable more development opportunities within the team. More responsibility given to team members, with a strategic focus
· A more effective team can be more proactive rather than reactive (less ‘firefighting’ where roles are more defined)
· Competitive advantage can be improved 




	
· Team members may be inclined to leave the business if they feel negative about restructure/changes (loss of skill possibly)
· If changes fail, there could be issues with animosity amongst employees particularly if redundancies have taken place and those ‘left behind’ have to pick up more work due to smaller team
· Organisation could suffer in terms of productivity and its competitive advantage, and reputation could suffer



As demonstrated in the SWOT analysis, there are many factors to consider which can be 	a positive or negative to the organisation. My manager and I discussed that as the change involves two critical teams, the business must ensure that all plans for change are well thought out and communicated effectively to those directly involved in the change, and also the wider organisation to ensure clarity and continuity of service to all stakeholders is maintained. The strengths and opportunities are similar; having a more streamlined team where roles are more defined can help not only with better service but also allow for development of team members to enhance their skills. Less firefighting of issues means more productivity, which leads to business success and more engaged employees. 
We also discussed where there could be potential pitfalls or problems faced with this change. As it impacts team members due to the threat of redundancy, individuals may feel anxious about the changes or feel inclined to leave the business altogether. We discussed it is important to have a clear consultation process with a timeline of changes and be clear about potential job opportunities for employees to consider who may be at risk. To minimise service interruption and to ensure smooth delivery, it is important to reassure employees that the changes will be as clear and transparent as possible, so there is no resentment or a drop in productivity due to disengagement whilst the changes are taking place. Motivating employees with regular team meetings and 1:1’s are a good way of ensuring employees are getting the support they need and their options are clear from the outset. 
In summary, we discussed that even though there are many positives of a restructure due to the long term goals of the organisation, there can be some major negative impacts on the team and wider business. We discussed that a robust change plan can overcome most, if not all, issues that have been explored within the SWOT analysis and a clear communication for individuals involved as part of the plan. 

3. Using the ACAS guidance on page 33 of the above guide, develop a communications strategy for the above change. Discuss this with your line manager and submit a summary of your discussion plus the strategy.
As previously discussed, communication is key when implementing any change within an organisation. Keeping employees and stakeholders abreast of any plans and potential impacts can pay-off hugely in the long run as engaging individuals from the start to ensure no ‘surprises’ later in the process can ensure a smoother implementation. 

	
	Communications Strategy 

	Company Profile 
	Walsingham Support is social care company that employs 1,100 staff. The majority of the workforce are support workers, and the remaining staff are mainly management or operational staff/support functions (i.e. HR, Finance etc).
Head office is based in London, with a regional office in Wales. 

	Issue
	The organisation has decided to restructure the HR and Finance departments, to follow a business partner model. The plan is to improve efficiency and to ensure a more strategic vision is achieved by the departments. The change will involve redundancy; however, there may be disruption to service delivery due to the changes taking place over a period of time. 

	Research 
	Staff surveys have been conducted to gauge views on communication and market research has also been completed to benchmark against similar organisations on both structure and pay.

	Communications Objectives 
	Raise awareness of the proposed restructure, ensuring all impacted employees are aware of how it affects them personally and also, to maintain engagement from those at risk (and the wider team) to ensure a smooth process. 

	Audiences
	All internal stakeholders
Board of Directors
Board of trustees

	Key messages
	General key messages could include:
The company has 35 years’ experience of providing quality care. This restructure will ensure the best possible service to employees and people we support.
Th restructure is also a valuable opportunity to enhance our service and upskill members of the teams affected. We appreciate you will have concerns. We want to maintain the best team and structure we can however, some roles may look different in future and some roles will be at risk. The restructure will bring about new ways of working an in the longer term it will aid employee development and share good practice. 

	Tactics/Channels
	Communication/announcement from chief executive and senior management team explaining plans and why the organisation is initiating the change. Briefings for team meetings released regularly to explain progress and updates. Wider/overreaching communications at key points of change. 

	Risks
	Morale and resistance to change may be an issue. Delays and concerns about impact to service delivery could also be a risk. 

	Measurements 
	Feedback through team meetings and set up pulse surveys on staff intranet

	Review
	Review on a regular basis throughout change implementation and after change has been initiated. Look at new opportunities to communicate better internally following implementation and with change in culture. Address what could be better or what could be done more regularly and reflect on what went well.



My manager and I discussed the above communication plan which she advised looked robust and covered what was required when introducing a change within the organisation. The step by step process allows for clarity and ensures a plan is followed from start to finish, with a focus on reflection when the change is implemented on exploring what went right and what went wrong. This is important, particularly within our organisation, as changes can happen regularly. Also, our strategic plan includes plans for transformational change across the business over the next few years and having robust communication plans to work from will be vital to ensure all the anticipated change is completed effectively. 
Change plans such as this could be used for any change (large or small) as the detail can be adjusted according to the size of the initiative. It was positive to use and complete when thinking about the restructure as it ensures that internal tools of communication are utilised effectively, along with enabling internal tools to review and evaluate the change at all stages of the process. 
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