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[bookmark: _Toc224466316]Executive summary

This report has assessed the strategic change requirements of Amazon in the UK during the era of fast-paced technological disruption, regulatory challenges, and labour issues. External factors such as CMA probes into AWS, the Digital Markets Act, and the post-pandemic e-commerce landscape have combined with internal challenges such as a fragmented culture, skill deficiencies, and morale issues due to restructuring. Although Amazon has been strong in AI, data, and logistics, these core competencies have been increasingly hampered by compliance requirements and labour issues.
This report has recommended a comprehensive transformation strategy focusing on responsible AI adoption, data governance, and workforce development by integrating the McKinsey 7S and Kotter models. A stakeholder-centric strategy has underlined the importance of open communication, aligning UK and US leadership, and ADKAR-modelled upskilling to minimise resistance. The report has concluded that Amazon needs to address its challenges in regulatory preparedness, workforce trust, and responsible AI use to maintain its long-term competitiveness in the UK market.
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[bookmark: _Toc224466317]1. Introduction to the Organisation
Amazon is one of the most dominant technology-driven multinational corporations in the world, which operates across cloud computing, E-Commerce, digital media, and artificial intelligence. The brand is globally recognised for its mission to be the most customer-centric company on earth with a strategic vision based on operational excellence, innovation, and seamless customer experience (Amazon, 2026a). It also operates in a highly competitive digital, retail, and cloud services industry in the UK and has doubled AI investment with the pledge of £1.8 billion in cloud computing (Gooding, 2022). The rationale for selecting Amazon lies in the strategic complexity, the pace of technological transformation, and the debates on organisational agility and digital disruption. 
The author has worked at Amazon since 2024 and has gained practical insight into its leadership expectations, operational procedures, and communication practices in times of organisational change. The professional engagement provides a concept for analysing the ways change initiatives are implemented, understood, and experienced at the professional level, which improves the relevance and authenticity of the study. 
A major focus of this report is the recent and ongoing transformation programme at Amazon. The digital transformation strategy of Amazon includes a significance in AI automation Network and communication (GlobalData, 2023). UK online sales during COVID increased by 33.9% as a share of retail spending (ONS, 2021). This led Amazon to hire 15000 British workers to meet the demands of home delivery and employ automated digital services during the pandemic (Thomas, 2022). Furthermore, the brand had to expand the fulfilment centre capacities while increasing health and safety operations. Remote work structures were also deployed across corporate and customer service teams as well. This created significant issues after the demand normalised, which forced Amazon to restructure its workforce. It cut 16000 corporate jobs to reduce management layers and replaced them with artificial intelligence to address operating costs (Singh, 2026).
Industry pressures further established the requirement for strategic change. Digital retail competition is intense, while rapid advances in logistics and AI challenge the capacity of Amazon to sustain differentiation. Regulatory pressures, namely UK data governance requirements, also increased complexity for the brand. Furthermore, labour rights movements and concerns regarding automation-related job displacement also exposed the internal cultural vulnerability that should be managed by the company.
The report will critically analyse internal and external drivers that influence the change landscape of Amazon while evaluating leadership responses and organisational capabilities. It will develop a strategic change plan aligned with the mission and vision in the long-term. The study aims to provide a comprehensive analytical evaluation of the ways Amazon can navigate the transformation to have a competitive edge in the industry. 












[bookmark: _Toc224466318]2. Environmental and Organisational Analysis
[bookmark: _Toc224466319]2.1 External Environment Analysis
I. Pestle Analysis
	Factor
	Impact

	Political
	There is strict ongoing regulatory scrutiny in the UK, with the Competition and Markets Authority (CMA) cloud competition probe targeting AWS dominance (Hale, 2025). The government's industrial strategy supports investment, which should be conducted by Amazon to create thousands of jobs. 

	Economic
	After Brexit, there was an 11% increase in import prices, with spending per UK household increasing by 0.6% due to trade policy uncertainty (Graziano, Handley, and Limao, 2023).  This increases consumer spending volatility, and inflation affects demand, yet Amazon can invest and hire individuals to mitigate this.

	Social
	Around 51% of young adults in the UK worry about artificial intelligence and technology replacing their jobs (Partridge, 2025). This can be a concern for Amazon, so it needs to bring parity between the robot and human workforce in its warehouses. 

	Technological
	The UK is the third largest AI and technology market, valued at $89 billion with a growing rate of 10% per year, and harbours AWS and Microsoft (ITA, 2026). Expansion of AWS and AI infrastructure aligns with UK technology growth, robotics drives efficiency, but risks workforce friction.

	Legal
	The UK Digital Markets, Competition and Consumers Act 2024 enables strict DMU oversight, imposing conduct rules and heavy penalties on dominant cloud providers (Legislation.gov.uk, 2026). This regulation could impose stricter oversight on AWS. 

	Environmental
	There is a growing UK focus on sustainable logistics and emissions due to the commitment to reach net zero (Parliament.uk, 2025). Amazon faces pressure to decarbonise transport and data centres. 




II. Porters Five forces
	Force
	Implication
	Explanation

	Threat of New Entrants
	Low 
	Due to capital intensity (logistics, data centres), brand scale, and Prime ecosystem lock-in, which deters new competitors. 

	Bargaining Power of Suppliers
	Low–Moderate 
	Diverse product suppliers globally, but AWS’s own supplier ecosystems show moderate leverage. 

	Bargaining Power of Buyers
	High 
	UK consumers have extensive alternatives (eBay, Tesco online, local retailers). Price transparency strengthens consumer leverage. 

	Threat of Substitutes
	Moderate 
	Brick-and-mortar and multi-channel retail offer alternatives; digital cloud alternatives influence AWS. 

	Competitive Rivalry
	High 
	Intense competition from eBay, Tesco, and ASOS in retail. Regulatory pressure in the cloud (CMA scrutiny of AWS) reinforces rivalry. 



[bookmark: _Toc224466320]2.2 Internal Environment Analysis 
I. SWOT
	Strengths
	Weaknesses

	· Strong logistics network, Prime ecosystem, and dominant cloud division, Amazon Web Services (Amazon, 2026).
· High automation capability and scale efficiencies.
	· High operating costs
· Fulfilment Centre injuries reported in UK media (Sherman, 2024)
· Workforce dissatisfaction during restructuring.

	Opportunities
	Threats

	· UK £40bn investment plan enabling AI expansion and robotics adoption (Amazon UK, 2026). 
· Scope to strengthen sustainability leadership.
	· Labour-union pressure
· Rising automation anxiety
· Intense scrutiny under the DMCC 2024 Act 
All these factors can affect cloud dominance.





II. Resource-Based View
	Resource and Capability
	VRIO Assessment
	Implication

	Brand reputation and customer loyalty
	Valuable, rare
	Supports competitive positioning and reliability perception.

	AWS cloud infrastructure
	Valuable, rare, hard to imitate
	Sustainable advantage but vulnerable to UK regulatory intervention.

	Robotics and AI capability
	Valuable, partly imitable
	Enhances efficiency but requires continuous reinvestment.

	Data analytics capacity
	Valuable, rare
	Enables personalised services and operational optimisation.

	Workforce performance culture
	Valuable but imitable
	Drives productivity yet risks burnout and labour relations issues.



[bookmark: _Toc224466321]2.3 Analysis
The external pressures at Amazon reveal several strategic threats that interact directly with the capability gaps present inside the organisation. The most critical issue is regulatory scrutiny in the UK, where CMA investigations and the Digital Markets Act can place a structural constraint on AWS. This is an internal strength that simultaneously becomes a vulnerability due to existing compliance gaps and limited capacity in AI governance. Another major pressure is AI expansion, which aligns with the VRIO advantages of Amazon in data analytics and robotics while exposing skill shortages, workforce dissatisfaction, and cultural resistance. This reveals a lack of alignment between human capability and technological ambition. Changing customer expectations and competitive rivalry are identified as moderate risks, yet can increase depending on efficiency, thereby intensifying sensitivity to labour relations issues, as evidenced in the SWOT. Regulatory and workforce tensions can rise as the highest priority by weighing the pressures according to likelihood and scale, which requires strong strategic attention. However, technological opportunities depend on the ability of Amazon to reduce cultural gaps and increase internal capabilities. 
[bookmark: _Toc224466322]2.4 Triggers for Change
There are several triggers that promote strategic change at Amazon. The most significant aspect is the acceleration of AI-driven business models and digital disruption. The rise of the generative AI market is projected to reach a value of $91.57 billion in 2026 with an annual growth rate of 34.3% (Statista, 2026). This intensifies the competitive pressure on the retail and cloud operations of Amazon. Major competitors of the brand include Tesco, ASOS, and quick commerce firms that have adopted algorithmic pricing and AI forecasting (Mordor Intelligence, 2026). The factors push Amazon to escalate its efficiency by using AI and robotics. This explains the recent £40 billion UK investment plan of Amazon focused on advanced logistics and AI infrastructure (Browne, 2025). 
There is also a major change in online shopping behaviours where online revenues of e-commerce in the UK observed a decline of 3.5% after normalisation following the pandemic (Fibre2Fashion, 2024). This implies Amazon should innovate beyond them to maintain demand in the market. Additionally, the UK Data Protection and Digital Information Bill introduced strict implications regarding algorithmic transparency, data handling, and accountability for Digital platforms (Parliament.uk, 2023). The retail logistics and AWS systems of Amazon depend on extensive data processing, and this bill can increase compliance pressures while necessitating restructuring regarding privacy governors and AI decision-making.
Labour tensions and increasing operational costs, highlighted by warehouse issues in the UK and concerns about automation replacing roles, are major internal issues. These expose vulnerability in the capability of Amazon to maintain a resilient culture in its workforce. Automation has significantly increased in Amazon as the organisation deploys around 75000 robots around the world (Amazon, 2023). This marks balancing employee well-being with efficiency as a strategic imperative. These issues demand transformation and change, which requires Amazon to reconfigure its capabilities, technological strategy, and leadership approaches to maintain competitiveness in a volatile industry.
[bookmark: _Toc224466323]3. Review and Evaluation of Change Management Models  
I. [bookmark: _Toc224466324]Lewin’s Three-Step Model
Lewin's change management model consists of three major stages, namely unfreeze, change, and refreeze, guiding transformation at an organisation (Santos et al., 2023). However, it is criticised as static and linear for the volatile digital environment of the present times. Unfreezing can support the requirement of Amazon to challenge the existing norms in leadership routine and human centres, especially regarding data governance and automation acceptance. Still, the refreezing stage contradicts the Day 1 philosophy of Amazon, as it is built on readiness for disruption and continuous innovation. However, Vasel (2025) argues that this raises a deeper question about whether any traditional model premised on stability can meaningfully operate in a digital ecosystem where disruption is continuous. Thus, this model can be helpful for initial destabilisation and culture; however, it cannot guide the continuous transformation at Amazon. 
II. [bookmark: _Toc224466325]Kotter’s 8-Step Process
Kotter's 8-step model emphasises leadership urgency, creation, and building of a coalition (Carreño, 2024). This can address the major challenges for Amazon during its investment in the UK regarding AI and robotics. Establishing urgency aligns with the competitive pressures from Tesco, ASOS, and Microsoft Azure while generating short-term wins and empowering employees to strengthen morale in times of job restructuring. However, Kotter's approach has been criticised for being rigid and for its assumption of top-down and sequential change (Carreño, 2024). This further gives rise to an issue of whether a linear model can deliver change in an organisation built on decentralised authority, rapid experimentation, and continuous learning. The decentralised decision-making and rapid experimentation at Amazon required continuous feedback and adaptive loops, which may not align with fixed progression. It fails to identify political behaviour and resistance dynamics, which can be critical issues in the automation-driven environment at Amazon. 
III. [bookmark: _Toc224466326]ADKAR Model
ADKAR emphasises Awareness, Desire, Knowledge, Ability, and Reinforcement, with a clear approach to individual behavioural change (Ali et al., 2021). This is very helpful for Amazon’s big and varied workforce that needs to adapt to new robotics technology, new data handling rules as part of the UK Digital Information Bill, and new performance measures. The strength of the model is its applicability, which tackles resistance, capabilities, and skills transition at the employee level. A major weakness of ADKAR is that it does not emphasise organisational structures and alignment (Al-Alawi et al., 2019). The model presumes that individual change occurs independently of the system, which becomes a challenge for Amazon’s change that also involves restructuring warehouses, new algorithms, and a shift in cloud priorities. This identifies a theoretical assumption that individual change precedes organisational change, which can be problematic in a mechanised environment like Amazon. 
IV. [bookmark: _Toc224466327]McKinsey 7S Model
The McKinsey 7S framework combines strategy, structure, systems, staff, skills, style, and shared values (Chmielewska et al., 2022). It is a comprehensive framework that makes it extremely applicable to Amazon, where technology, culture, and strategy are connected deeply. Using this framework, managers can analyse the interdependence between the rise in automation (systems) and the anxiety of employees (style/values), training (skills), and organizational culture. Moreover, the framework is applicable to Amazon’s complex global structure, where AWS, fulfillment centres, and corporate groups must work in a coordinated manner. Nevertheless, the 7S framework is a diagnostic tool and lacks prescriptive capability because it points out inconsistencies but does not provide any suggestions on how to effect changes (Ishii, Takemura, and Kitamura, 2025). Moreover, the framework overlooks external forces, which are important in Amazon’s case, considering the changing UK regulations. Its internal focus assumes stability in external conditions, which can be unrealistic for Amazon’s regulatory and technological volatility.
V. [bookmark: _Toc224466328]Justification for the chosen model
Depending on the speed, scale, and complexity of transformation in Amazon, a combination of McKinsey 7s framework and Kotter's 8-step model can be useful. It can offer strategic coherence and operational discipline to the brand in times of regulatory technology and workforce disruption. The McKinsey 7s Framework offers a comprehensive diagnostic approach to Amazon to evaluate online retail competition, AI automation, and cloud regulation, and their interaction with structural capabilities, systems, and leadership styles. It can reveal gaps like warehouse skills or weak AI governance. Kotter's 8 step model also complements this by driving urgency, communication alignment, and short-term wins to manage behavioural resistance during regulatory and automation changes. Lewin's model was not chosen due to its linear stages, which contradict the continuous day one culture at Amazon. Additionally, ADKAR focuses narrowly on individual change, which lacks the strategic and structural alignment required for large-scale transformation at Amazon. 
[bookmark: _Toc224466329]4. Leadership and Organisational Culture in Change
1.1 [bookmark: _Toc224466330]Leadership Styles and Their Impact on Change
I. [bookmark: _Toc224466331]Transformational leadership
Transformational leadership is strongly aligned with an environment driven by innovation (Alqatan et al., 2025). This can be useful at Amazon as leaders such as senior AWS executives shape an aspirational vision built around day one thinking, which encourages ownership and strategic focus in the long term. This can be effective during robotics deployment, AI adoption, and strategic restructuring to bring transformation and organisation by motivating employees through continuous improvement. However transformational leadership style can present a risk of developing a demanding performance expectation from the team. As per research by Sanchez-Segura et al. (2023), transformational climates can increase burnout among the workforce, especially during change environments. This can increase warehouse pressures and resistance during redesigns driven by automation at Amazon. However, Amazon’s performance-driven culture may also unintentionally amplify transactional behaviours beneath the surface, meaning transformational rhetoric does not always translate into daily practice.
II. [bookmark: _Toc224466332]Transactional leadership
Transactional leadership supports efficiency and reliability for organisations in times of change (Mekonnen and Bayissa, 2023). This can be incorporated in the operational culture at Amazon, especially at fulfillment centres driven by productivity metrics and KPIs, driving automation and redesign in workflows. Transactional leadership is highly beneficial for routine operations, yet it can undermine adaptability. It can promote a culture of compliance in place of commitment, which can be problematic if an organisation is adopting new systems (Wang, Toseef, and Gong, 2021). This can be difficult for Amazon while adjusting to UK data governance reforms and AI systems that require procedural and behavioural changes. Transactional systems can increase tension between management and frontline employees in times of restructuring. This suggests a deeper cultural pattern where transactional expectations are reinforced by structural pressures, creating misalignment with Amazon’s innovation-oriented values.
III. [bookmark: _Toc224466333]Situational leadership
Situational leadership supports adaptation of leadership behaviour to contextual demands (Del Pino-Marchito, Galán-García, and Plaza-Mejía, 2025). This is necessary for the hybrid and automation-driven environment at Amazon. For instance, automation rollout demands supportive leadership that provides coaching, while regulatory compliance in AWS can require directive styles. The situational approach, however, can be inconsistently applied due to the different hierarchy and scale of Amazon's operations. Leaders may default to transactional behaviours in times of high pressure, which reduces the flexibility required for change during complex transformations. This inconsistency demonstrates how leadership style is constrained by cultural expectations and operational systems rather than individual choice alone.
1.2 [bookmark: _Toc224466334]Organisational Culture and Its Influence on Change
I. [bookmark: _Toc224466335]Schein’s Levels of Culture
Schein’s model can identify the ways the culture of Amazon can shape the change dynamics. Artefacts include productivity dashboards, automated workflows, and high-tech warehouses, which establish a culture of efficiency and speed. Espoused values are operational excellence, customer obsession, and innovation that drive transformation. Underlying assumptions reflect Amazon’s move-fast ethos, which influences expectations of constant adaptation. The culture supports innovation while generating tension during employee transition (Naylor, 2025). Assumptions that employees continuously adapt can conflict with well-being and increase resistance during restructuring or AI adoption. The differences between aspirational values and lived pressures strengthen the dominance of transactional norms during change.
II. [bookmark: _Toc224466336]Hofstede's cultural dimensions
Hofstede scores demonstrate the ways Amazon is navigating a culturally similar yet operationally divergent situation. A low power distance (US 40; UK 35) and high individualism (US 60; UK 76) encourage autonomy and decentralized decisions across teams (Appendix 1). High motivation for achievement (US 62; UK 66) and low uncertainty avoidance (US 46; UK 35) support innovation, yet cultural variation between UK fulfilment teams and US corporate systems can affect alignment. 

III. [bookmark: _Toc224466337]Handy’s Cultural Typology
Amazon constitutes a task culture at AWS and corporate teams with dominating project-based innovation (Colvin, 2022). It offers a role culture in logistics which is driven by rules and standardisation. Finally, there is a power culture at executive levels where strategic direction is centrally determined. This cultural fragmentation can complicate transformation for the brand. Task cultures innovate quickly, but role cultures can struggle with the agility required for AI integration or changes in regulatory governance. Differences between power and the role cultures can result in low moral misalignment and perceived unfairness in times of organisational change. This fragmentation reinforces the mixed leadership tendencies across the organisation, impacting coherent change execution.
1.3 [bookmark: _Toc224466338]Integrated Impact
Leadership in culture determines the change capacity at Amazon. Situational and transformational leadership can promote AI adoption and regulate transitions related to compliance and operational restructuring. However, overly transactional leadership systems and inconsistent cultural patterns can develop barriers to adaptability and employee engagement. These cultural complexities collectively demonstrate that Amazon’s structures often reinforce transactional systems even when transformational leadership is desired. Amazon needs to improve cultural expectations and communication and adapt supportive and adaptive leadership to sustain a competitive advantage in the UK while driving transformation through automation. Hence, integrating leadership and culture shows that effective change depends on leadership intent as well as on the alignment between structural systems, cultural expectations, and the daily behavioural norms that shape employee experience. 



[bookmark: _Toc224466339]5. Proposed Strategic Change Management Plan 
I. [bookmark: _Toc224466340]Change Vision and Objectives
The strategic change vision at Amazon is to transform into an ethically governed AI-enabled business with a workforce-centred system, maintaining competitiveness in the UK. The vision responds to pressures, including rapid AI diffusion, fluctuating E-Commerce performance, and increased scrutiny of cloud dominance. It also involves internal challenges created by restructuring with uneven capability development across global operations. The organisation aims to improve AI-driven efficiency, stabilise labour relations, and prepare UK operations for cloud competition and data governance rules without creating organisational fragmentation. The vision prioritises rebuilding capability in the workforce through leadership development and targeted upskilling while enhancing coherence between UK subsidiaries and the United States headquarters to reduce implementation gaps and communication issues. Thus, the vision can balance technological ambition with regulatory readiness, cultural stability, and organisational resilience in the long term. 









II. [bookmark: _Toc224466341]Stakeholder Analysis
[image: ]




III. [bookmark: _Toc224466342]Implementation Framework
The strategic change programme will be delivered through an integrated Kotter-McKinsey 7S framework to align the AI-enabled transformation at Amazon with skills, systems, and culture. Kotter's early stages involve creating urgency around UK regulatory scrutiny from the CMA and addressing labour tensions while mobilising UK-US leadership and building commitment. The 7S model will diagnose misalignments like capability gaps in the fulfilment centres in the UK or weak AI governance structures, thereby guiding structural and skills re-design. Communicating a unified vision can reduce uncertainties in the workforce, while pilot AI deployments can create wins for the short term. However, Kotter can risk rigidity, while 7S offers limited implementation guidance. Still, their combination can provide the structural coherence and momentum necessary for responsible AI adoption.
IV. [bookmark: _Toc224466343]Communication Plan
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V. [bookmark: _Toc224466344]Financial and Resource Plan
[image: ]

VI. [bookmark: _Toc224466345]Risk Assessment and Mitigation
Risk understanding will be developed through the diagnostic reviews by McKinsey 7s framework, which identifies misalignments in systems, structures, skills, and culture. Kotter's feedback and urgency loops can reveal political and behavioural resistance early (Sistare, 2022). Regulatory risks driven by increased scrutiny from the CMA will be understood through continuous compliance audits and stakeholder mapping. A probability–impact matrix will categorise these risks to prioritise high-severity compliance threats. It can be mitigated through the rough early coalition engagement and redesigning of governance systems, thereby strengthening legitimacy while reducing strategic flexibility. Workforce resistance due to automation anxiety and restructuring will be evaluated through a pilot feedback service and capability audits. High-probability cultural fatigue will be flagged as a priority risk. Communication and targeted upskilling can reduce anxiety despite the presence of cultural fatigue. Furthermore, operational disruption during AI deployment can be understood through process mapping and scenario testing and can be mitigated through phased pilots. However, this may slow the realisation of efficiency gains for the company, which must be considered. 


VII. [bookmark: _Toc224466346]Evaluation and KPIs
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[bookmark: _Toc224466347]6. Discussion and Critical Reflection 
The change plan is strategically strong, yet its viability depends on the navigation of cultural, ethical, and other sustainability issues. Integrating Kotter with McKinsey 7s model is a major strength as it balances structural alignment with behavioural mobilisation. This is essential for a complex and global organisation like Amazon due to its different levels of operations. The dual framework approach will support regulatory compliance under the CMA of the UK while enhancing capability in AI governance and providing clarity in transitions in the workforce. Previously, I viewed change frameworks as sequential tools, but applying both models revealed how misalignment between systems, leadership behaviour, and values can quietly undermine strategy. This has influenced how I now interpret restructuring and communication practices within Amazon.
The emphasis of the plan on building capacity, ethical AI, and transparent communication will place Amazon as a socially responsible employer. It will address increasing labour tensions and automation anxiety in the country. Through this analysis, I also recognised that leadership inconsistencies are often shaped by structural and cultural constraints. This insight will shape how I respond to change communication in my own role. Upskilling for workforce budgets may not mitigate any perceived inequities if automation results in job displacement (Patil, 2024). Ethically, the intense use of algorithmic systems and monitoring technologies can challenge privacy expectations, which requires strong safeguarding systems to maintain trust. Sustainability can be improved through investment in data governance systems and low-carbon logistics (Ojadi et al., 2021). However, the expansion of AI infrastructure can increase energy consumption. Reflecting on these issues, I now view the automation–trust relationship not only as a risk but as an enduring strategic dilemma that requires continuous balancing rather than one-time solutions. The plan is strategically robust yet should remain flexible, culturally sensitive, and ethically grounded to ensure viability in the long term.

[bookmark: _Toc224466348]7. Conclusion 
In summary, the current operating model of Amazon requires targeted transformation to remain compliant, competitive, and culturally cohesive in the UK environment. The analysis demonstrated that inconsistent leadership practices, fragmented organisational culture, and emerging regulatory issues can be major constraints on resilience and performance in the long term. Application of the McKinsey 7S framework and Kotter's model highlights the requirement for strategic alignment with improved workforce capability and strong data governance, especially during the extension of AI-driven automation processes. 
The board is advised to prioritise three strategic actions to ensure better outcomes. At the onset, incorporating a unified culture through shared values, transparent communication, and a psychologically safe learning environment is essential to reduce resistance. Secondly, investment in compliance and AI governance infrastructure is crucial to mitigate regulatory risks. Thirdly, improving leadership capability and the training of employees is required to support sustainable transformation. These recommendations will help Amazon to improve operational effectiveness, build workforce trust, and maintain innovation leadership in the dynamic UK market. 
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Figure 1: Hofstede Analysis of USA and UK 
(Source: The Culture factor, 2026)
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Figure 2: Stakeholder Mapping through Mendelow’s Matrix for Amazon 
(Source: Created by the learner)
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