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[bookmark: _Toc144892771]Introduction 
Part one of this assignment will seek to critically analyse the current forces for change in the Driver and Vehicle Standards Agency’s (DVSA) micro and macro environment, and the impact they have on workplace culture and capability, using a SWOT and PESTLE analysis.  
The second part will provide a stakeholder analysis and evaluate how each of these stakeholders can be led through a complex change i.e. the implementation of using AI to update and streamline processes, efficiently, by using Kotter’s eight step change model. 

[bookmark: _Toc144892772]Critically analyse the current forces for change in the organisation’s micro and macro environment that can impact workplace culture and capability. 

Organisational change refers to the planned process of transitioning a company or institution from its current state to a desired future state in order to improve its performance, effectiveness, and overall competitiveness (Stobierski, 2020). It can encompass various aspects such as changes in structure, processes, culture, technology, and strategies. Organisational change is often undertaken to adapt to external and internal pressures, seize new opportunities, enhance innovation, or respond to evolving market demands (Westphal & Park, 2012). Organisational change is driven by a number of forces including customer demands, markets and technology (CIPD, 2023). 
Organisational change can have a significant impact on both culture and capability within a company. The relationship between these two aspects is complex and interdependent (Lam et al., 2021). Workplace change can influence employee attitudes and morale. If change is perceived positively and aligned with employee values, it can improve job satisfaction and engagement, and therefore productivity, capability and overall workplace culture. Conversely, poorly managed change can lead to resistance and negative feelings among employees, thus having a negative impact on performance and satisfaction amongst staff (Ford et al., 2008). Therefore it could be argued that how successfully a workplace change is managed, can play a significant role in whether the impact on culture and capability will be positive or not. 

[bookmark: _Toc144892773]DVSA SWOT Analysis
Evidence shows that DVSA have a number of strengths as an organisation. They have a history of delivering excellent service, having achieved the Customer Service Excellence (CSE) accreditation for more than 25 consecutive years (Gibbons, 2019). As well as this, DVSA show a commitment to road safety. In 2022/23, over 41 million MOT tests were overseen, almost 2 million driving tests conducted, and 146,000 vehicle and driver checks undertaken at the roadside (DVSA, 2023a). However arguably one of DVSA’s biggest strengths is their commitment to harnessing technology to improve their overall capability and the service they provide (DVSA, 2023b). Some examples of this are their online test booking system, the creation of the digital theory test, MOT email reminders, the use of tablets by driving examiners to record results digitally, and the creation of mobile apps available for learner drivers (Thomas, 2019). These changes have improved the service DVSA provides and are evidence of the organisation’s commitment to achieving a continuous improvement culture. Additionally, technology enables DVSA to collect and analyse a vast amount of data related to road incidents, vehicle inspections, and driving tests. This data-driven approach helps them identify trends, make informed decisions, and improve road safety (Duffy, 2020). This is important because using data effectively can enhance an organisation's capability to respond quickly to market changes and opportunities (Furr, 2020).
Technology can positively impact organisation capability and culture in several ways. The adoption of digital tools and automation can lead to higher productivity levels (Brynjolfsson & McAfee, 2015), while automating repetitive tasks can reduce human error and streamline workflow, ensuring employees are able to focus on higher value tasks (Manyika et al., 2017). Furthermore, by facilitating remote working, technology can result in a wider recruitment pool, resulting in a diverse and inclusive culture (Deloitte, 2023). Remote working is an excellent example of DVSA utilising technology effectively. Whilst many organisations were blindsided by the recent pandemic and the need for remote working, DVSA had been implementing home-working policies and issuing laptops to staff for a number of years beforehand. This ensured the switch to remote working during the lockdown was as seamless as possible.  
However technology implementation at DVSA also has the potential to be seen as a weakness. Although the organisation is willing to embrace technology, there have been issues with its implementation. Computerised theory tests faced technical issues with the software when first introduced, causing disruptions and anxiety for users. Additionally, DVSA's online test booking system has experienced technical glitches and outages, leading to frustrations for those trying to book or reschedule appointments. This is particularly challenging during a time in which demand is high due to the backlog of tests caused by the pandemic (BBC News, 2023). These issues can negatively impact the service received by customers. Moreover, keeping up with technological advances is expensive (Howell, 2022). This is particularly relevant for DVSA, and their resource constraints could be seen as another area of weakness. Government agencies have a duty to ensure that public money is spent wisely, not wasted, and provides value. 
Reliance on technology can lead to complacency, and also face resistance from employees, who may fear being replaced. This can lead to a negative effect on both culture and capability within an organisation (Manyika et al., 2017). Overreliance can lead to a loss of critical skills among employees (Cappelli, 2021). This is particularly relevant because rapid technological advancements can also create skill gaps amongst employees who struggle to keep up (Bresnahan et al., 2002). The outcome of this could lead to employees feeling demoralised, having a negative impact on the culture of the organisation, as well as its efficiency. 
A recent example of this at DVSA is the failure of a planned change to the systems used by HR and payroll. The project aimed to overhaul the current system by building a newer, more innovative platform. After more than two years of work, a huge amount of resource and budget, the project was withdrawn because of the number of issues that were found with it during the final stages of testing. This resulted in a feeling of failure among those involved in the project, which negatively impacted their productivity levels and the dynamic within the team suffered. With that said, the lessons learned during the failure could provide a valuable opportunity for the future.
Digital transformation is one of the key opportunities for the agency currently.  Embracing new technologies, such as automation and data analytics, can enhance DVSA's capabilities in vehicle testing, monitoring, and safety enforcement. Other areas of opportunity are the plans to make transport greener, and to educate the public using road safety campaigns and initiatives, with a focus on identifying high-risk areas and behaviours. All of these opportunities can be made possible by utilising new technologies (DVSA, 2023c). DVSA are currently in the first stages of updating their processes using automation and artificial intelligence (AI). Many employees are excited by the benefits these changes could bring, although understandably, others are fearful of what the changes will mean for them.
Digital transformation can have a profound impact on an organisation's culture and capabilities. Digital tools and platforms promote collaboration across departments and teams. Organisations that embrace digital transformation often foster a culture of collaboration and information sharing (Williams & Tapscott, 2011). Furthermore, digital transformation requires employees to acquire new skills, such as data analytics, coding, and digital marketing, improving motivation and productivity, as well as ensuring the organisation remains competitive (PWC, 2023). However it can also face resistance from employees who are not comfortable with new technologies or processes. This resistance can lead to a culture of scepticism and reluctance to embrace change (Kotter, 2022). This is understandable, with many people fearful of what automation and AI could mean for their job security. 
Re-visiting the previous example of the recent project failure within DVSA, this is an example of how a weakness can be turned into an opportunity. After the initial disappointment, the team involved have conducted a lessons learned exercise, which will be extremely valuable when the time comes to attempt the project again. There is a much better awareness of what can go wrong, why it went wrong, resulting in a better ability to mitigate risk. The ability to reflect and learn has the potential to have a positive effect on the outcome next time around.  
It is important to realise however, that advancements in technology, could also pose a threat to DVSA. Rapid advancements in autonomous vehicles and electric cars could challenge existing regulatory frameworks and standards. Additionally, more operations becoming digital, creates an increased risk of cyberattacks and data breaches that could compromise sensitive information. Bots booking and reselling tests have also proved to be a threat to DVSA recently, and work is ongoing to try and prevent this (Ryder, 2023). This is an excellent example of why keeping up with technological advancements is vital. 
All of these threats can impact culture and capability. When technological threats lead to breaches or disruptions, there can be a tendency to establish a blame culture. This can hinder open communication and problem-solving, as employees fear repercussions (Reason, 2016). Technological breaches can also have a financial impact (IBM, 2023) and uncover gaps in expertise (Scarfone & Mell, 2007), both of which can negatively impact the performance of an organisation. 
[bookmark: _Toc144892774]Conclusion
To summarise, a SWOT analysis of DVSA (Appendix A), has identified technology to be a recurrent theme as a factor that is currently driving change within DVSA, as well as the impact this has on capability and culture. Embracing technology is a strength at DVSA, and building on this will ensure they can remedy the weaknesses found when things go wrong. Additionally, it will enable them to exploit the opportunities that new technology can offer, as well as mitigate the threats it poses to the organisation.

[bookmark: _Toc144892775]DVSA PESTLE Analysis
Political factors have a significant impact on DVSA’s operating climate, as it is a government run organisation. DVSA operates within a highly regulated environment with numerous laws and regulations governing road safety, vehicle standards, and learner drivers (DVSA, 2023d). Political changes or shifts in government policies can have a noteworthy impact on the agency's operations. An example of this is DVSA’s attempt to increase driving and theory test fees. Driving tests fees have not been increased since 2009, which is having a negative effect on DVSA’s profits (DVSA, 2022). The finance department have been trying to implement the fee increase for over five years now, however numerous changes to government, four different prime ministers and many cabinet reshuffles mean that this still hasn’t been implemented successfully. The current climate means ministers are reluctant to make decisions that will be unpopular with the public, and although DVSA are hopeful to get the increase finalised within the next 12 months, the upcoming general election brings more uncertainty. This is undoubtedly having a negative impact on motivation for the employees involved in the work, as it is difficult to stay motivated when there is a lack of positive results. 
Economic fluctuations, such as recessions or economic growth, can also impact the resources available to the DVSA for its operations, as they rely on public funding. Again, the proposed fee increase is a factor here. During a time of high inflation and budget cuts, it is necessary for DVSA to increase their revenue, however the cost of living crisis has made the government reluctant to make a decision which would undoubtably be unpopular with the general public. There is also a spotlight on public sector pay, with staff facing real term pay-cuts due to high rates of inflation (Barnes, 2022). This is relevant, because it has resulted in DVSA staff partaking in strike action, which has had a negative impact on both the services they provide and organisational culture, with many staff feeling undervalued.
Some of the social factors affecting DVSA are demographic changes, such as an aging population, as well as cultural attitudes. An example of this is the shift in attitudes towards issues such as drink-driving, mobile phone usage while driving, and not wearing seatbelts, all of which are far more socially unacceptable that they used to be (Lookers, 2015). This can positively affect DVSA's campaigns and enforcement efforts, making them far more impactful. This can also help to ensure DVSA meet their strategic goals. These successes can go on to have a positive impact on organisational culture, as employees feel like they’re making a difference, which can cultivate a sense of purpose.
Technology is another important factor currently affecting DVSA. Advances in vehicle technology, such as autonomous vehicles will require DVSA to adapt regulations and safety standards and are part of their strategic vision for 2030 (DVSA, 2023c). Although the technology is not yet mainstream, it is already causing uncertainty amongst staff, particularly driving examiners, as they have concerns for job security, and worry how their role may change in the future. This can impact culture as it can lead to a resistance to change (Cameron & Quinn, 2006). On the other hand, uncertainty within an organisation can also enhance resilience (Helfat & Peteraf, 2009). It could be argued that if employees are made to feel valued and their fears around job security are alleviated, they will be more likely to embrace the change, thus ensuring the impact is a positive one. Furthermore, technology can impact more than just vehicles at DVSA, and the agency will likely need to invest in a digital transformation, embracing automation, AI and data analytics, to streamline their processes and enhance efficiency (Sanatore, 2023). Again, this can mean uncertainty for employees, but there are also many benefits, such as a reduced workload. If the benefits can be communicated effectively to employees, this could lead to increased motivation, and a positive attitude toward the change. 
Safety regulations are one of the legal factors affecting DVSA. The agency must adhere to stringent safety regulations and standards. Changes in these regulations can impact the agency's operations and its role in ensuring road safety. Changes can happen quickly when there are changes to the government, so DVSA has to be able to adapt and implement changes quickly. Although these kind of challenges can be stressful and cause anxiety amongst employees, research shows that effective leadership can mitigate this, and can even increase motivation and determination amongst employees during difficult periods (Steen & Schott, 2019). This is an important point, as it could be argued that any change can be navigated successfully with a leader that is able to motivate and empower their employees. Personal experience demonstrates that when individuals are made to feel empowered, the impact on culture within a team is likely to be positive, and the change is more likely to be implemented successfully. 
Environmental concerns are considerably impacting DVSA currently. There is an increased scrutiny surrounding vehicle emissions, and the government drive towards net zero, which could potentially affect vehicle testing regulations, and a push towards electric vehicles (Möller & Schaufuss, 2022). A prime example of this is, DVSA are currently in the process of updating their fleet of company cars provided to testing staff, to electric vehicles. Whilst the intentions for this change are progressive, the change is causing valid concerns amongst the staff affected. Infrastructure for electric vehicles still has a long way to go, particularly in rural areas. Additionally, employees are not able to have a charge point installed at their home unless they have off-road parking, and charging an electric car takes much longer than filling up with petrol or diesel (Jain, 2018). This could have a huge negative impact on capability, as employees will have to spend a significant part of their shift charging their car, instead of doing their job. Employees not meeting their targets, or frustrations with not being able to make a difference in their role due to time constraints, could go on to negatively impact the culture as whole. 
[bookmark: _Toc144892776]Conclusion
To conclude, the PESTLE analysis of DVSA (Appendix B), has identified political influences to have a significant impact on DVSA capabilities, however DVSA is not able to have much influence on this. One way to mitigate the risk of this, is to foster a culture that is willing to embrace change within the organisation, often at short notice. Additionally, technology such as electric and autonomous cars, as well as a potential digital transformation, is a recurrent theme and driver for change within this macro analysis, just as it is in the micro analysis. This suggests that improving and embracing technology should be a focus for DVSA If they are to excel in the current climate. 

[bookmark: _Toc144892777]Evaluate how organisational stakeholders can be efficiently led through complex workplace change. 

A stakeholder is an individual, group, or entity that has an interest or concern in a particular organisation, project, or system. Stakeholders can be internal or external to the entity in question and can have varying degrees of influence and impact on its activities, decisions, and outcomes. They are typically identified based on their potential to affect or be affected by the entity's actions and can include a wide range of parties, such as employees, suppliers, investors, regulatory bodies and trade unions (Hult et al., 2011).

[bookmark: _Toc144892778]Artificial Intelligence (AI)
The payroll team at DVSA are currently looking at how they can implement the use of AI to streamline their processes and automate routine tasks. AI-driven automation can handle repetitive and time-consuming tasks, allowing employees to focus on more creative and complex work. This can boost overall productivity and reduce errors (Brynjolfsson & McAfee, 2015). AI is also able to analyse vast amounts of data quickly and accurately as well as reduce costs. Additionally, the use of chatbots can improve the customer experience by answering simple queries instantly (Chui et al, 2016). AI has the potential to be extremely beneficial for the payroll team, and this will need to be communicated clearly with the team, so that they’re aware of the benefits and the desired outcome of the change.
However AI usage can also cause anxiety and concern amongst employees, as there is a fear of displacement of human workers by AI and automation (Tritsch, 2016). This has the potential to cause employees to become resistant to the change and must be managed carefully, by ensuring the team have input into any decisions, and their concerns are listened to. 
Additionally, the implementation of AI is complex. Managing sensitive data and ensuring compliance with data privacy regulations such as GDPR requires careful handling, and the quality and availability of the required data is also an important consideration. There is also the possibility that AI models may inherit biases from training data, leading to unfair or discriminatory outcomes that need to be mitigated. Additionally, integrating AI into existing workflows and systems can be technically challenging and may require changes in infrastructure, and there is also the issue of the initial costs of implementation (Barocas et al., 2023). As a government agency using public funds, it is vital that DVSA can stick to a strict budget, and that the expense creates value. 

[bookmark: _Toc144892779]Stakeholder Analysis
The first stage of implementing any workplace change is to complete a stakeholder analysis. This enables the change leader to identify, assess, and prioritise individuals, groups, or organisations that have a vested interest or "stake" in the change, understand the interests, needs, and concerns of these stakeholders, as well as their potential impact on the project or decision-making process. This information can help the change leader make informed decisions, manage relationships and mitigate potential conflicts (Freeman, 1984). 
DVSA stakeholders involved in the change have been mapped using Mendelow’s matrix (Mendelow, 1991. Appendix C), and categorised as follows:

[bookmark: _Toc144892780]High Power/High Interest
These are the key stakeholders that will have the most involvement during the change process. They should be monitored closely and kept fully informed. They will also have input into the change and will work collaboratively. At DVSA, these are the payroll team members, the AI technology provider and the employees that are involved in submitting payment data to payroll each month. These stakeholders will be involved in several meetings per week regarding the change, both face to face and remotely. They will be informed and able to influence, at every step of the change.

[bookmark: _Toc144892781]High Power/Low Interest
These stakeholders will need to be kept satisfied, but do not need to know every detail. These are the managers of the departments that payroll receive payment data from each month, the head of financial control, which is the team that payroll sits within, and the finance director, who heads the entire finance department. These stakeholders will receive less regular communication and be provided with a bi-monthly summary outlining the progress made and any major obstacles identified. 

[bookmark: _Toc144892782]Low Power/High Interest
These stakeholders need to be kept adequately informed during the change process, and assured there are no issues arising. They could be helpful with some of the details of the change. These are the Department of Transport (DfT), the internal IT team, budget holders within the finance team, and any employees that may be affected by the change. For example, those that regularly receive payments additional to salary each month, such as overtime or incentive payments. The way these payments are processed will be a part of the change, so it is important the employees affected are assured there will not be a negative impact for them. These stakeholders will be involved in some meetings, and although not involved in every step, the team will be able to contact them on an ad hoc basis if they need any help or advice.

[bookmark: _Toc144892783]Low Power/Low Interest
These stakeholders should be monitored but do not need too much information. These include trade unions, the media and employees who will not be impacted by the change. Little communication will be needed during the change process, newsletters sent via email with a brief overview every month will be sufficient.

[bookmark: _Toc144892784]Kotter’s 8 Step Change Model 
The change leader will use Kotter’s eight step change model (Kotter, 2009) to guide them through the change process, and influence how they will effectively lead stakeholders through each step.  

[bookmark: _Toc144892785]Create a Sense of Urgency
For change to happen, the stakeholders involved have to want it. A sense of urgency around the need for the change can provide motivation, reduce complacency, and align stakeholders by providing a common goal (Kotter et al., 2004). During this initial stage, a visionary leadership style is likely to be effective. Visionary leaders are able to inspire and motivate their followers by articulating this vision in a way that makes it seem achievable and exciting (Avolio et al., 2009).
During this first step, all stakeholders apart from the low power/low interest group, will be invited to a meeting to outline the change and the reasons for it. Creating a sense of urgency, and clearly communicating the need for the change and benefits the change will bring, will aim to motivate and excite the stakeholders. AI is being embraced by more and more organisations, and DVSA need to keep up if they are able to remain effective, instilling a fear of being left behind will help to create urgency. 

[bookmark: _Toc144892786]Build Guiding Coalition
To drive change effectively, a coalition of influential and committed leaders should be assembled. The guiding coalition is responsible for leading and championing the change effort, helping to overcome resistance, and ensuring that the change initiative has the necessary resources and support (Kotter, 2009). A collaborative leadership style would be most effective at this stage. Collaborative leadership is a style that emphasises working together, building consensus, and fostering cooperation among team members. It's particularly effective in environments where collaboration, shared decision-making, and teamwork are essential (Archer & Cameron, 2013).
During this stage, a meeting will be held between the key stakeholders, and the low power/high interest group. This stage will seek to align the stakeholders and ensure they have a common goal they are inspired to work towards together. The change will be discussed in more detail and the leader will be completely transparent. Everyone will be encouraged to have their say, discuss their concerns and share their ideas. Involving employees in the decision making process can reduce resistance to change, and provide a sense of ownership, leading to higher levels of commitment to the change initiative (Lawrence, 2023). Additionally, showing empathy for any concerns employees may have, will build a sense of trust within the team, and help to alleviate any anxiety (Johnson, 2019).

[bookmark: _Toc144892787]Form a Strategic Vision
For a change to be successful, a clear and compelling vision of the future should be developed. This vision should describe what the organisation will look like after the change is successfully implemented. In addition to the vision, specific initiatives and strategies should be outlined to achieve the desired changes (Kotter, 2009). A strategic leadership style would be beneficial at this stage of the process. Strategic leaders are able to set a clear vision, think critically, and make decisions that align with an organisation’s strategic goals (Finkelstein et al., 2009).
This stage will primarily involve the key stakeholders and aim to come up with a strategy that will see the change implemented successfully. The payroll team members will outline the current processes. They will be encouraged to speak honestly and openly, and along with the change leader, will outline the frustrations and areas of risk with the current process, the stages where mistakes are most likely to occur, and communicate what they’d most like to see from the change. In turn the AI will actively listen and aim to create a system that is tailored to these requirements. 
Additionally, there will be a plan for testing the new system regularly, and several key stages of the build. This will mean any problems are discovered early on in the process and can be fixed before moving to the next stage. There will also be a reflection process build into the strategy after every stage of testing. Stakeholders will be encouraged to raise any concerns or areas they feel can be improved upon, as well as highlight the parts they like. Including employees, and giving them a say throughout the process, should help manage emotions and anxieties, as well as enabling them to stay motivated.
Once a clear strategy has been set, this should be communicated to the high power/low interest stakeholders.

[bookmark: _Toc144892788]Enlist a Volunteer Army
This step aims to involve a broader group of employees in the change process, and to achieve this, it is vital to create a sense of ownership and involvement. Employees at all levels should be encouraged to become advocates and volunteers for the change. This step aims to engage employees and tap into their collective energy to drive the change effort forward (Kotter, 2009). A charismatic leadership style is advantageous here. Charismatic leaders can be persuasive and are able to inspire and influence others (Conger & Kanungo, 1998).
This is a good stage to include all stakeholders, including the low interest/low power group, which will mean all DVSA employees. A newsletter will be sent out to every employee, as well as trade unions and the media. This will give a brief explanation of the change, and an invite for anyone interested to attend a presentation, that will provide a more in-depth account of the goals and strategies involved. This could result in recruiting people to the project, that hadn’t been considered earlier. For example, there may be employees that have previous experiences of being involved in a similar change in a previous role that could provide a valuable insight. 

[bookmark: _Toc144892789]Enable Action by Removing Barriers 
Leaders must actively identify and remove obstacles that hinder the implementation of the change. This involves addressing issues related to organisational structure, systems, processes, and culture. By removing barriers, the organisation can facilitate the progress needed to achieve the desired change. A transformational style can be very successful here, as transformational leaders are able to empower their employees, encouraging them to go beyond their comfort zone and embrace change. They lead by example, and by demonstrating confidence in the change, they can expect the same behaviour and attitude from their team (Riggio & Bass, 2006). This step is a very important one for key stakeholders, as resistance to change, can often be a result of fear of failure (Cameron, 2004). If the leader can address this effectively, it will really help to drive the change forward. 
A meeting between key stakeholders and a team that has been involved with a project failure could be beneficial at this step. The team that failed to implement the change can communicate honestly about the reasons they feel the change failed, what they’d do differently next time, and what lessons have been learned. Although this could be a risky strategy for the leader, as there is a possibility the team could become anxious about failure, the leader can overcome this by instilling trust and confidence in them, creating a feeling of empowerment. This could inspire the team to take the lessons on board and ensure they’re not repeated. 

[bookmark: _Toc144892790]Generate Short-Term Wins
Celebrating early successes and short-term wins helps to build momentum and reinforce the idea that the change initiative is on the right track. These wins help to boost morale, increase confidence in the change process, and demonstrate that progress is being made (Kotter, 2009). A servant leadership style is ideal in this situation. Servant leaders prioritise the well-being and development of their team members. They celebrate wins by putting their team members in the spotlight, giving credit where it is due, and ensuring that team members feel valued and appreciated for their contributions (Greenleaf, 1982).
If leaders are able to get this step right, managing emotions should be straightforward at this stage, as the team should be feeling valued, appreciated, and confident they can deliver the change successfully. A good idea here would be another newsletter to all stakeholders, highlighting the excellent work the team have done, and the progress made. Rewards in the form of bonuses can be issued if the budget allows, however praise and recognition can be just as effective for ensuring employees feel valued (Castrillon, 2022). 

[bookmark: _Toc144892791]Sustain Acceleration
This is where Kotter (2009) emphasises the importance of not declaring victory too soon. Instead, organisations should continue to build on the momentum generated by the short-term wins. Leaders should ensure that the changes become embedded in the organisation's culture and that the new practices and behaviours become the new norm. Leaders should be cautious here, as there is a risk of motivation dipping, and employees becoming less engaged, as they assume the hardest work is done. 
At this stage, the change is close to completion, and the key stakeholders should be feeling confident, but cautious. It is important to test the new system changes vigorously, and not become complacent because the testing has been successful thus far. Leaders should work hard to ensure the team stay motivated and ensure the regular meetings are kept going and communication stays open. 
It is a good idea to communicate with the high power/low interest group that the change is in its final stages, and things are looking promising, to keep them satisfied. The low power/high interest group should become more involved at this step and join in the testing, as their range of experience could pick up issues, or come up with possible improvements, that the key stakeholders may not have considered. 

[bookmark: _Toc144892792]Institute Change
Finally, the changes should be integrated into the organisation's culture and made a part of its everyday operations. This involves updating policies, practices, and systems to support and reinforce the new way of doing things. The goal is to make the change "stick" so that it becomes a permanent part of the organisation (Kotter, 2009). A Laissez-Faire leadership approach is appropriate here. The team have earned their leader’s trust and deserve the autonomy and freedom this leadership style can bring (Riggio & Bass, 2006). 
All stakeholders should now be informed of the change, and how it works. The team should be celebrated for implementing it successfully. It is a good idea for the key stakeholders to get together for a final time and identify the reasons that the change has been successful, as this can be useful for future projects. It is also important to build on the success and encourage reflection, so that change and continuous improvement become embedded in DVSA’s culture. 
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