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INTRODUCTION
Any individual hired by a business, a Parent, or an Affiliate to provide services to that organization is referred to as a consultant, involving an adviser. The report will highlight that the post office is looking to engage an organizational change agent consultant and the knowledge of leading and executing change, in the internal and external consultants. The objective of the report is that the company must consider external consultants to implement change. The report also utilizes stakeholder analysis to work successfully within the company. The company will evaluate the diverse ways that power and politics will assist both the internal and external change agent consultant to be more successful. The Postal Office, a crucial supplier of essential services, is attempting to restructure itself to improve efficiency, agility, as well as focus on clients. 
The Postal Service has chosen to enlist the help of an organizational transition advisor because they are aware of the difficulties and complexity associated with implementing organizational transformation. The purpose of this study is to provide a brief overview of the key information, abilities, as well as practical knowledge needed by an advisor, with an emphasis on their expertise in planning, directing, and executing efficient transformation efforts. Having an emphasis on the value of their expertise in managing transformation efforts inside complicated organizations. This study provides a general outline of the desirable credentials, skills, as well as competencies that the Postal Service wants in an organizational transition advisor. The firm seeks to leverage the skills of a skilled and informed transformation advisor to successfully lead organizational shifts and swiftly and effectively accomplish its objectives for strategy.

1. Interview. 
1) Tell me more about your background. 

 Currently, I am enrolled in the degree of Leadership and Management Skills which highlighted its importance at workplace. With the motive to attain success in the near future am placing more emphasis on enhancing my communication, leadership and team-building skills or abilities. 
2) What do you know about this company? 
Post Office Corporation is a well-known and long-standing business that focuses on offering postal as well as courier solutions. It runs a nationwide system of postal offices along with logistics facilities, providing a variety of amenities such as letter shipment, package shipment, including monetary transfers. Supporting private individuals and corporate clients, the corporation is essential in enabling interaction and marketing.
With an extensive record spanning many years, the organization continues to refine its offerings to meet the shifting demands of its clients in today’s digital world. New approaches, which means as online monitoring tools and e-payment choices, have been used to improve productivity and comfort. In addition to client happiness, the organization stresses dependability and safety. Although maintaining an outstanding level of serviceability, it aims to provide letters and goods safely and swiftly. Being a dependable and effective supplier of postal amenities, the Corporation is dedicated to upholding its well-deserved image.
3) Are you aware of the challenges that the company is facing at the moment? 
The difficulties that the firm is facing right now are:
Falling Letter Quantity- As more people utilize the internet, less conventional mail is being sent out, making it difficult for postal service providers to retain sources of earnings and adjust to shifting customer habits.
Rivalry in online shopping- The industry for shipping packages has become more competitive as a result of the expansion of websites that sell goods (Lloyd, 2022). To draw and keep consumers, postal firms must provide offerings that are successful, productive, as well as competitive.
Operating Productivity- Handling final-mile transportation, increasing shipping routes, as well as boosting staff productivity may prove difficult for postal firms, especially during busy times.
Staff administration- It may be difficult for postal firms to maintain a staff that is properly educated and inspired to execute a variety of responsibilities, from processing letters to providing help to clients.
Technology Advancements- For postal service providers, adopting technology innovations like digitization, online monitoring networks, and effective selecting techniques can present either a possibility or a difficulty when it comes to execution and expense management.
4) How can a consultant help solve the problem? 
The Postal Service can greatly benefit from the assistance of a consultant in resolving its problems. The following are examples of how an advisor may help:
Objective Review- Outside experts offer a frank analysis of corporate operations, pointing out weaknesses, mistakes, and chances of the fact that might have gone unnoticed inside.
Specialized Understanding and Abilities- Consultants contribute specialized expertise and abilities in fields including client service, digitalization, logistical administration, and company effectiveness, delivering customized approaches along with business standard practices.
Change Administration Approach- By creating transitioning strategies, including the parties involved, and promoting good interaction, consultants help organizations through seamless organizational shifts while reducing opposition and increasing staff involvement.
Assistance for Implementation- Consultants offer direction and experience to help with putting proposed changes into practice and successfully executing tasks (Moorhead, 2021).
Training and Creation- Consultants provide training and materials to improve employee abilities and equip people to properly handle issues.
Tracking and Inspection- Consultants provide indicators and measurement standards for tracking the development and analyzing the efficacy of remedies put into action, offering continuous assistance for long-term success.
5) Could you describe whether the problem can be solved using an external or internal consultant? 
Acquiring a third-party consultant might be a smart move for the UK Postal Service for several factors. Initial of all, an outside consultant offers an objective opinion and a new insight. Internal governance, preexisting conceptions, or interpersonal ties inside the company have no bearing on them. Due to their independent analysis of the business's possibilities and issues, they can come up with more precise and creative approaches.
In the second step, a consultant from outside has specialized expertise that has been earned from collaborating with several businesses throughout different businesses. They have an array of expertise in overcoming comparable difficulties and carrying out effective transformation projects. A consultant within the organization could not have access to these thoughts as well as best practices due to their lack of knowledge. Additionally, since they are not constrained by additional internal duties, outside consultants may give the assignment their complete focus. Their entire attention, dedication, and accessibility are all ensured by doing this, resulting in quicker and improved resolving issues
6) What challenges internal or external consultants will face during the problem-solving period? 
Both inside and outside consultants could get into difficulties when trying to solve an issue.
Internal consultants
· Organizational bias as well as inner workings can pose problems for inside consultants, restricting their ability to be objective and innovative.
· Restricted Viewpoint- Insider consultants could not be as familiar with outside best practices, which limits their capacity to provide novel perspectives (Tischer, 2022).
· Inner Opposition- With inner consultants, managing objections from coworkers might be tougher.
External consultants
· Organizational Culture- Outside consultants could find it difficult to comprehend and adjust to the company’s norms and insider practices.
· Restricted Knowledge Exposure- Acquiring thorough and accurate utilization of corporate information as well as details can prove difficult for outside experts.
· Establishing Trustworthiness- Workers can at first appear skeptical or resistant towards outside consultants, necessitating work to develop trustworthiness.
7) What challenges internal or external consultants will face at the end of the task? 
Even inside and outside consultants might encounter specific obstacles once the assignment is complete. These are a couple of obstacles that each sort of consultant may encounter:
Internal
Restricted External Confirmation- It could be difficult for internal consultants to build trust and obtain outside endorsement for what they do. It may be more difficult to prove the worth that they contributed to the firm since their advice and results may be seen as biased or self-centered because they are a vital component of the organization.
Opposition to Transition Reversion- It might be difficult for insider consultants to make sure that any improvements they undertake are maintained across a period. Switching to previous habits or running into opposition from staff members who weren't part of the very first modification procedure might be risks.
External 
Ownership Transmission- It might be difficult for outside consultants to hand over responsibility for the improvements they executed to the employees within (Juniors, 2023). It is crucial to make certain the organization completely owns the efforts, keeps the progress going, and effectively incorporates the improvements into everyday activities.
Minimal Monitoring and assistance- When their involvement is over, outside consultants may have trouble delivering continuous communication and assistance. It might be necessary for others to be involved or develop a system for continuing contact and assistance to maintain the transition and solve all unexpected problems.
8) What advantages do internal consultants have over external ones? 
Whenever it involves organizational transformation, inside consultants have several benefits over outside consultants. The following are a few benefits of using inside consultants:
· Institutional understanding- Inside consultants can successfully manage complexity within because of their complete comprehension of the company’s lifestyle, system, and procedures.
· Corporate Dedication- Consultants within the organization are more dedicated and accountable in carrying out transformation efforts because they’ve got a stake in the future prosperity of the business (Kok, 2021).
· Cost-efficient- Because the consultants within have been appointed through the company, there is no requirement for extra consulting costs, making them cheaper to provide.
· Mobility and obtainability- Internally hired consultants are easily accessible inside the company, which promotes cooperation and interaction between parties.
· Internal consultants may act as shift agents by using their knowledge of the connections inside the organization as well as its norms to promote and affect transformation.
9) What advantages do external consultants have over internal consultants?

As it pertains to organizational transformation, outside consultants have some benefits versus inner consultants. 
· New Vision and Equality- Outside consultants provide a balanced point to consider and novel perspectives, allowing them to see possibilities and provide inventive remedies.
· Specialized Information and Expertise- The outside consultants provide specialized understanding through their duties with diverse organizations, which helps them to offer insightful advice and best practices.
· Permanently Dedication- By concentrating completely on the task at hand, outside consultants may guarantee intense dedication along with rapid completion (Van Den Berg, et.al, 2020).
· Benchmarking as well as Business vision- Outside consultants contribute wide sector understanding as well as best practices, boosting the viability of the organization.
· Experienced in Change Administration- Outside consultants have a specialization in handling shifts, providing knowledge and techniques to overcome opposition and enable a seamless shift.
Overall personal conclusion:
From my personal opinion I recommend that hiring an external advisor provides new viewpoints, and skilled expertise, as well as committed attention required to solve the difficulties facing the Postal Service and lead to effective organizational transformation. Thus, it can be stated that external consultant will help organization in building and sustaining competitive edge. Moreover, they will provide organization with innovative solution in line with the current business arena which further helps in fulfilling business goals and objectives. 
2. Using a relevant stakeholder analysis model, critically identify the stakeholders that the internal and external consultants will work with to be successful. 
Power-Interest Matrix
To successfully handle stakeholders throughout an upgrade task, a system called the power/interest matrix is employed (Stakeholder Management using the Power Interest Matrix, 2022). According to their influence as well as enthusiasm for the endeavor, stakeholders are represented on a layout.
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Internal consultants
The identification and prioritization of important stakeholders who are interested in or exercise power over organizational transformation projects are facilitated by stakeholder evaluation, which is an essential part of such programs. A popular methodology for classifying partners according to their degree of influence and commitment to the transformation endeavor utilizes the power-interest grid. To assure the effective execution of the organizational shift program for the UK Postal Service, let's utilize this framework to determine the partners which inside consultants can work together with.
Higher Management (High power - High interest) - The chief executive officer, shareholders, and higher-ups hold a large amount of authority and impact within the company. They have a vested stake in the transformation initiative's achievement since it is consistent with the business's ambitions and strategy. To guarantee that the alteration project is in line with what they want and to secure their funding and assistance, inside consultants could accomplish this extensively with their upper levels.
Middle Leadership (Average Power- High interest) - Middle-level leaders are essential in helping their subordinates or divisions execute reform. They possess the authority to direct resource allocation and staff behavior. Middle executives are encouraged to work with inside consultants by offering employees the resources, instruction, as well as assistance they need to successfully oversee their groups during the transformation procedure.
Workers (Low to Medium Power- High Interest) - The reform project immediately affects front-line workers, who are also vital to the project's achievements. Inside consultants are expected to work directly with staff members to solve their issues, include them throughout the modification procedure, and overall assure their grasp of and dedication to the reforms getting made.
Unionists and Worker Agents (Medium Power- High Interest)- Internal assistance providers are required to interact with labor groups or staff members if the firm had these to handle any possible complaint from staff or opposition. Building confidence and ensuring that the shift project coincides with the strongest desires of the workforce may both be achieved through cooperation with groups as well as agents.
Consumers (Low to Medium Power- High Interest) - The Corporation’s consumers are crucial stakeholders since the shift in a project affects their pleasure and commitment. Customers' service experiences are going to be kept as uninterrupted as possible, therefore insider consultants must take this into account while collecting input and communicating adjustments.
Manufacturers and Stakeholders (Low to Medium Power- Low to Medium Interest)- Insider consultants continue to require interaction with vendors and company associates to make certain that there is no disruption of the modifications (Tabrizi, et.al, 2019). Also keep strong connections among these all parties involved, even though they could lack a significant amount of involvement in the transformation effort.
Legislative authorities (Medium to High Power- Medium Interest) - Regulating authorities, including governmental agencies or even postal service lawmakers, possess the authority to affect the day-to-day activities and adherence of the corporation. For assurance of whether the transformation program complies with legal obligations and business norms, the company will collaborate with governmental entities.
Stakeholders and Owners (High Power- Low to Medium Interest) - These individuals exercise substantial influence on the course of the business and its fiscal performance. Inside consultants are obligated to interact regularly with these individuals, deliver upgrades on the modifications initiative's development, and respond to all problems or inquiries they might offer.
Local Residents (Low power - low interest) - Inside counsel will continue to take into account how it might affect and interact with residents if the transformation project includes conceivable societal or ecological consequences. Residents might have not much involvement in the effort to transform.
Unionism (Medium Power- High Interest) - If existent, trade unions reflect the needs of every worker and have the potential to have a big impact on the procedure of transformation. To deal with issues, set conditions, and guarantee the welfare of staff members during the adjustment period, inside counsel must have relationships with unions regularly.
Industry organizations (Medium to High Power- Medium Interest) - the needs of businesses in the postal as well as courier sectors are represented through industry organizations. Insider consultants could assist in business-wide efforts to increase the efficacy of the transformation endeavor by exchanging best practices, sharing perspectives, and learning from business organizations.
Operations Division (Medium to High Power- Medium Interest) - Operational section has an integral part within the Post Office's everyday operations as well as procedures (Lehtinen, 2020). To discover operational shortcomings, optimize procedures, and make improvements that improve efficiency and quality of shipment, inside experts are working within the Operational.
This model can be used as an initial guide for prioritizing partners in the ongoing procedure of stakeholder evaluation. For organizational transformation to be effective, inside counsel must continuously assess and modify involvement techniques in light of shifting stakeholder authority and interests.
External consultants 
The Power-Interest Matrix was a useful tool for determining the priorities of all parties involved because stakeholder assessment is essential for the achievement of organizational transformation activities. Let's get started carefully to determine those stakeholders who will team up alongside external experts to successfully restructure the organizational structure of the UK Postal Services.
· Upper management (High power - High interest) - Top managers, especially the president or CEO as well as higher-ups, are very influential with a vested stake in the transformation initiative's performance. To comprehend senior leadership's strategy, match the shift in effort with what they want, and win their backing and dedication, outside counsel would work together with them.
· Board of Directors (BOD) (High power - High interest) - The BOD has a major impact on the long-term strategy of the firm. To make sure that the reform initiative is in line with the Board's aspirations and future goals, outside counselors will interact with the entire Board while providing knowledge, suggestions, and status reports.
· Senior executives (High power - High interest) - The company's other senior executives, including department managers or departmental executives, have considerable influence and an intense curiosity about the transformation program. Senior executives as well as outside consultants would collaborate extensively to comprehend their unique demands, solve their issues, and ensure they were involved in implementing the transformation.
· Middle Administration (Medium Power- High Interest) - Middle-level executives are essential to putting the change effort into action and ensuring that it cascades across the whole organization. The middle executives and outside consultants are working together to give them the instruction, direction, and resources they need to successfully lead their subordinates during the transformation procedure.
· Workers (Low Power- High Interest) - The change project immediately affect those in the field, who additionally have a key part in its efficient execution. Workers will communicate with outside consultants via a variety of routes, including group discussions, group discussions, or private conversations, to clarify their issues, get their issues answered, and win their support and dedication.
· Clients (Low Power- High Interest)-The efficacy and reliability of the amenities provided to Post Service consumers may be affected by the transformation project (Betti, 2021). To ensure that the transformation program produces enhanced value for clients, outside consultants will collect consumer input, perform inquiries, and connect with core consumers to find out their requirements and desires.
· Vendors and Corporate Partners (Low Power- Medium Interest) - these are interested in the shift in effort to a moderate extent, especially if it has an impact on their commercial partnership with the Postal Service Corporation. To guarantee a seamless transition, retain successful partnerships, and match the shift in a project with what they want, outside consultants are working with vendors and associates.
· Regulations (Medium Power- Medium Interest) - Legislative organizations have the authority to affect the firm's activities and conformity, including postal service inspectors or governmental entities. To make certain that the modification project complies with the law, business laws, and licensing duties, outside consultants will work with governmental organizations.
· Stakeholders and Investment (High Power- Medium Interest) - Both these exercise considerable influence throughout the organization and its financial performance. To inform investors and stockholders on the status of the transformation effort, resolve their issues, and guarantee openness in the way decisions are made, outside consultants will contact them.
· Sector organizations (Medium Power- Medium Interest) - the needs of businesses working in the postal as well as couriers sectors are represented through industry organizations. Outside consultants were to work with trade groups to provide information, learn about market conditions, and apply best practices from across the sector to boost the impact of the shift program.
· Governmental Agencies (High Power- Medium Interest) - Local or state governments, as well as regulating organizations, have the authority to impose rules and legislation that are having an impact on the Corporation (Jewell, 2022). To assure that there are pertinent laws, secure required approvals, and take care of all legal needs relating to the transformation project, external experts will interact with lawmakers. 
Neo-classical model
 
The identification and prioritization of all stakeholders that possess a say in or control over the modification procedure are made possible through stakeholder assessment, which is a critical part of organizational change projects. The Stakeholder Concept, a subset of the Neo-classical model, is concerned with the effect and goals of investors are the main stakeholders. Begin to objectively evaluate all parties who would be involved in the organizational reform program for the UK Postal Service Corporation using inside as well as outside consultants.
During the transition procedure, inside consultants communicate with important stakeholders. To obtain assistance, integrate the shift project with tactical objectives, and find vital assets, they work collaboratively with top executives as well as the corporation's board (Gaeta, et.al, 2021). The middle managers assist in putting the transformation vision into practice inside their divisions with the help of inside consultants. Together with HR, efficient interaction and participation with primary staff members ensure their support and dedication. To address any opposition and negotiate terms and conditions, unions and staff members are involved.
To guarantee the achievement of the transformation project, outside consultants interact with a range of stakeholders. They give investors and stakeholders shifts, respond to consumer requirements and input, uphold contractual obligations with vendors and associates, work with government agencies to guarantee conformity, rely on trade groups for knowledge and best practices, and interact with community groups to handle all possible effects. As a result of their interaction with these customers, the transformation effort is better able to meet outside standards and needs.
3. Critically evaluate the different ways that power and politics will help the internal/ external change agent consultant to be successful.  
Both Power and Politics play major roles in organizational change action, and accepting the way they can impact the achievement of inner and outer modify agents is critical. The diverse ways that both can assist transform agents to be triumphant.
Internal change
Power- Inside transform agents acquire two main origins of power which are positional and professional power. Positivity arrives from their power and impact inside the company for example; senior administration or branch heads, allowing them to create decisions and assign resources for modified execution (Freudenreich, 2020). Whereas, professionals obtained their skilled information, abilities, or expertise related to the modification action. Using their knowledge, inside change agents can affect others and acquire support for the planned changes committing to effective change execution.
Politics- in the internal transformation agents use two vital tactics that are building union and maintaining resistance. By establishing associations with powerful stakeholders including senior managers, main managers, or prominent workers, inside transform agents can acquire assistance and make a drive for the revolutionary initiatives. Developing strategic relationships as well as utilizing the authority and impact of important figures inside the organization is required for this. Change agents on the inside have to deal with opposition from people or organizations that might disagree with the modifications that are being offered. To promote a seamless and effective execution of changes, they deal with problems, communicate persuasively, as well as handle any disputes. These tactics help inner changers influence changes in organizations more successfully.
Organizational customs- For effective organizational transformation, internal transformation agents draw on their appreciation of culture as well as their position as social transformation agents. They may modify their shifting methods and messages to fit the current standards and principles of society by studying the corporate culture. This strategy boosts workers' receptivity and involvement, which raises the chances that the modifications will be successfully adopted and implemented (Stocker, et.al, 2020). A strong contributor is an altering agent that embodies what is wanted in cultural norms and has high regard inside the organization. Individuals are motivated to accept the shift and participate in the revolution of culture through their acts as well as behaviors. The ability of insiders to successfully lead organizational transformation is increased by combining their levels of social understanding and acting as social transformation agents.
Building belief and credibility- developing connections and open interaction are used by inner change agents to successfully implement organizational transformation. Change agents may more easily win endorsement and negotiate political situations by devoting their energy as well as time to cultivating strong connections with important stakeholders. Furthermore, agents of change who are truthful, forthcoming, and upfront in their communication regarding the shift project and its justification foster confidence and lessen opposition or skepticism. The possibility of effective change being accepted and carried out rises because this strategy promoted an environment of transparency and cooperation. Internal catalysts for a shift can be more productive in implementing organizational adjustments via creating relationships and open interaction.
External change
Power- With their specialized skills and abilities, outside players train expert influence on the transformation effort and add skill and authority. Their in-depth knowledge of market dynamics and current standards improves the efficiency of the transformation procedure (Kirkpatrick, et.al, 2019). Referent authority is also possessed by outside transform agents possessing an established history of successfully implementing the transition. Their track record and prior successes engender trust and garner approval among stakeholders, generating a favorable outlook on the transformation endeavor. Outside agents of change are essential for leading effective organizational transformation by utilizing their authority as well as influence.
Politics- By bringing an impartial perspective to the transition procedure, outside agents of change are better able to negotiate organizational politics. Their independence from internal disputes over power as well as current connections promotes interaction across parties and serves to establish credibility. Outside change-makers also thrive at controlling shareholder relations by offering a different viewpoint. They can recognize power relationships, foresee upcoming disputes, and suggest approaches for dealing with as well as handling opposition. Their proficiency in managing stakeholders helps the transformation project to be implemented successfully.
Equality and fresh viewpoint- Externally change managers provide an unbiased, impartial evaluation of a company's possibilities and difficulties that is without inside prejudices. Their unbiased perspective enables quicker diagnosis and practical remedies. Also, they provide new viewpoints and creative concepts which might not be previously explored inside because of their multiple experiences dealing with other firms. These novel concepts may inspire ingenuity and promote radical transformation inside the company. Businesses could lean into novel opportunities along with strengthening their competitive advantage by utilizing their outside insights.
Increasing power and authority- The history of successfully implementing modifications in firms like theirs demonstrates the trustworthiness and impact of outsider changers. They may establish faith and encourage belief in their abilities to bring about real improvements by showcasing prior successes and observable effects (Vitolla, et.al, 2019). By aggressively incorporating inner parties in the transformation procedure, outside influences are also adopting a method of cooperation. Establishing credibility, winning supporters, and ensuring that the modification project is in line with the corporation's objectives and standards are all achieved through asking for feedback, participation, and acceptance. This cooperative strategy encourages a feeling of responsibility and dedication across all parties involved, increasing the chance of effective modification adoption.
Corporate Perspective- the Postal Service's structure of operation, either hierarchy or distributed, has an impact on how authority is distributed and how transformation is implemented. Although decentralized systems encourage cooperation and autonomy, structured hierarchies may impede an altering agent's attempts to win backing and carry out reforms. The acceptance of modifications is also influenced by the current organizational climate. To improve the effectiveness of execution, change managers have to become cognizant of the corporate customs as well as all obstacles. This is essential to modify the shift in approach so that it fits into the dominant culture.
Skills for Shift Agents- If inside or outside, changers for the organization need an array of capabilities to successfully implement transformation. In the beginning, it's important to have excellent managing change abilities, including an understanding of pertinent structures, techniques, and technologies unique within the postal sector. Conducting efforts to change successfully requires expertise in involving stakeholders, successful interaction, solving issues, as well as handling projects. To successfully negotiate the complicated relationships that exist inside the organization, agents of change have to be skilled at persuading and negotiating. They must focus on gaining support, dealing with opposition, and identifying remedies that benefit both parties (Roussy, 2020). Furthermore, to handle delicate circumstances and win the confidence of the parties involved, changers must have an elevated degree of psychological ability. recognizing and controlling one's and other's emotions Change organizers are better able to explain the necessity of transformation and deal with whatever feelings of opposition might arise when they are aware of and capable of regulating sentiments, including themselves as well as others. Changers at the Postal Corporation may help organizations transform successfully as well as sustainably by integrating these abilities.
Good interaction- To include partners and support effective transformation, changes at the Postal Service must be able to effectively communicate. It's critical to customize communications for different categories of stakeholders. Agents of transformation must take into account the distinct requirements, worries, and degrees of comprehension of all groups. Change managers may make certain that business partners are given apparent, appropriate details by changing how they communicate. Stakeholders are more likely to comprehend and approve of adjustments if there is uniform communication that emphasizes the goals, advantages, and effects of the proposed endeavor. Dual interaction must be prioritized by transformation agents to encourage involvement among stakeholders. They may increase credibility and deal with possible problems by promoting open communication, paying close attention, and criticism. This strategy encourages responsibility and cooperation, resulting in effective transformation.
Making Progress Measurements- Appropriate KPIs as well as measurements must be established by transformation agents within the Postal Service to monitor the development and success of the adaptation program. The indicators used must fall in line with the aims as well as strategies of the business to enable change managers to assess the effects of modifications on major results (Stroh, 2019). Transformation agents may find growth opportunities, and assure prompt modifications while creating certain that the shift project stays on pace by regularly keeping tabs on those key performance indicators. Change workers might show the beneficial effects of the modifications on the efficiency of the firm by tracking the effectiveness of the transformation effort using KPIs. Achieving goals along the way of altering increases inspiration keeps the process moving, as well as strengthens the benefits of the modifications. It promotes an ethic of continual development, generates a good environment, and strengthens loyalty.

CONCLUSION AND RECOMMENDATIONS 
A key step for the Postal Service in its quest for organizational reform is the hiring of a company transition advisor. The experience and direction of a skilled changer are required due to the difficulties and complexity involved in executing transition inside a big supplier of public services. Given an emphasis on their expertise in managing as well as carrying out efficient transformation projects, this research has detailed the fundamental credentials and abilities necessary for the advisor. The Postal Service may gain through an altered agent’s advisor's comprehensive knowledge of managing change approaches, effectively communicating tactics, stakeholder involvement tactics, and execution skills by utilizing their services. The advisor becomes essential in pinpointing opportunities for development, creating a thorough change control plan, and directing the business via the procedure of change.
The Postal Service may want to use an outside advisor to help with organizational evolution. The skills and understanding of an outside advisor are necessary due to the difficulties of implementing shifts inside a significant supplier of governmental services. The Postal Service would considerably profit from its specific expertise and aptitude for overcoming transformational obstacles.

These suggestions are made for hiring an advisor who specializes in organizational shifts agents:
· Broad Expertise- Ideally with expertise in the social service industry, the advisor must have a history of effectively directing and overseeing shifts across challenging organizations. This guarantees they can deal with particular difficulties as well as the nature of the postal service.
· Change Administration Experience- The advisor must display a thorough knowledge of change administration concepts and processes, displaying their capacity to create and implement successful transformation plans (Eddleston, et.al, 2019). To evaluate the company's existing situation, pinpoint opportunities for change, also create workable strategies, they need to have excellent abilities to analyze as well as solve issues.
· Engaging stakeholders and Interaction- Communicating effectively is essential for handling the transition. To effectively communicate the objective, targets, and advantages of the change to many different parties, the advisor ought to have strong interpersonal abilities. Additionally, they must have proficiency in promoting acceptance, engaging stakeholders, and handling opposing views.
· Tactic Development- The advisor needs to be prepared to create a thorough and flexible plan for managing changes that are in line with mitigating the Postal Office's mission (Turnhout, et.al, 2020). Putting up systems to track and assess achievements as well as identifying important metrics as well as goals is required.
· Cooperative Method- The advisor must have ready to collaborate alongside the executive group, staff, as well as other partners at the Postal Service. Transformation attempts are recognized, endorsed, and successfully carried out across the company according to this inclusive method.
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