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Change is an everyday experience both in business and other aspects of life. Change can hardly be controlled since it is influenced by human activities and occurs naturally. Particularly, change occurs as long as there is growth and development, even if it is slow. The change also occurs whether organisations are making a profit or a loss (Chron, 2020). Change is implemented through decision-making and naturally enhanced by natural factors when it comes to organisations. For every organisation to grow, it requires a change in its operations and other factors.

	This report is carried out by first critically analysing current forces for change in the organisations micro and macro environment that can impact workplace culture and capability. Then follow that with at evaluating how organisational stakeholders can be efficiently led through complex workplace change.

[bookmark: _Toc99417291]Section 1: Critically analyse the current forces for change in the organisation’s micro and macro environment that can impact workplace culture and capability.

In most cases, organisations experience both desired and undesired changes. Human activities enhance desired changes, especially decision-making and other internal factors. On the other hand, the undesired changes occur naturally, influenced by external factors and other natural occurrences (Chron, 2020). For instance, external organisational factors like economic factors are influenced by organisational decision-making, the external market, employees’ efforts, and other undesired factors. 

However, risks and uncertainties occurring in an organisation are beyond human effort, which means that natural factors cause them. As a result, whether positive or negative, organisations expect changes from time to time, where the changes cause a huge impact on the organisation’s culture, performance, capability, and profitability, among other issues. Moreover, the organisation’s capability depends on the changes that it manages or experiences with time (Chron, 2020). Some organisations may experience more negative changes than positive changes. This implies that the capability and performance of the organisation are likely to reduce. However, other organisations experiencing more positive changes are likely to grow and advance their performance and culture. Generally, most of the organisational changes are caused by the various forces in the micro and macro environment. 

Microenvironment factors are the forces close to an organisation and can influence its performance. These factors include the general public, suppliers, competitors, marketing intermediaries, and customers. On the other hand, macro-environment factors are the external forces that can affect the performance of an organisation (Hughes, 2015). The most common macro factors include political, economic, social, technological, environmental, and legal factors. This paper analyzes the current forces for change in the micro and macro environment of an organisation that impacts the capability and culture of the organisation. It also evaluates how the stakeholders of an organisation can be led efficiently through the complex changes in the workplace.

Organisational Culture

Organisational culture refers to the proper behaviour within an organisation. In this case, it involves shared values and beliefs that are established by the organisational management and implemented to change the behaviours, understanding, and perceptions of employees. Different organisations have different cultures including adhocracy culture, clan culture, market culture, and hierarchy culture among others. The behaviour, understanding, and perceptions of employees have a huge impact on the workplace capability. Workplace capability is the description of the required attitudes, knowledge, or skills required in the workplace based on the various job roles. As a result, workplace capabilities are highly determined the culture implemented in the workplace. The workplace culture determines the behaviour, understanding, and perceptions of employees, which are the determinants of workplace capability.


Change 

	There are various models of change that are used to explain the concepts of change in an organisation. Kotter’s steps of change are one of the common models of change. Change occurs in an organisation through various considerations to evaluate the need for change. However, some changes occur without organisational planning. For instance, quitting a job or other uncertainties does not allow an organisation to prepare or plan adequately for a change. Most of the organisational changes are planned and implemented by the organisation. Based on the Kotter’s Steps of change, implementing change in an organisation takes time and a process. The model involves 8 major steps including increase urgency, building a team, developing vision, communicating for buy-in, empowering action, creating short-term wins, not letting up, and making the change to stick (see appendix 1). These steps are followed by the management to implement changes in an organisation. (Kotter 2012). On the other hand, the Kubler-Ross Change Curve involves five major stages including denial, anger, bargaining, depression, and acceptance (Connelly, 2020). The two theories are different because Kotter’s steps of change addresses the processes involved while the Kubler-Ross Change Curve addresses the emotions involved. 


Microenvironment Factors

Microenvironmental factors are the forces that can influence culture and capability and are close to an organisation. Six major microenvironmental factors affect the capability and culture of an organisation. In this case, such factors include the general public, competitors, suppliers, customers, and marketing intermediaries. Each of these factors has a specific influence in the workplace, either directly or indirectly (Schein & Schein, 2017). These factors influence an organisation’s performance, culture, and capability change. Changes in an organisation can either be positive or negative, and their impact also varies based on the type of change caused. Particularly, negative changes in an organisation negatively impact its culture and capability. Moreover, positive changes occurring in an organisation imply a positive impact on its capability and culture. Generally, these factors are important to consider in any organisation for its growth and development. 

The company

The company change has a huge impact on workplace culture and capability. The workplace largely depends on company factors like management, human resource, accounting, research, and finance. Changes in these factors have a huge impact on how the workplace operates and its capability. Particularly, changes in the company factors directly impact the workplace culture and capability (Senior, Swailes & Carnall, 2020). For instance, change in management and organisational leadership is usually accompanied by leadership styles, planning, allocation of resources, and strategies. This implies that the workplace will be forced to change based on the company leadership changes. The human resource is directly involved with managing employees and their performance. 

Changes in human resources management imply that the employee behavior will change, leading to changes in capability and culture. Moreover, the research and development of an organisation have a direct implication on capability and competitiveness. An organisation’s culture is improved as more research findings are implemented. In most cases, research and development determine the culture and capability of an organisation’s workplace since it determines the long-term goals of an organisation that the employees seek to achieve (Sharif & Scandura, 2014). More knowledge from research gives the workplace more capability since research gives insights and helps the workplace avoid possible risks and uncertainties. Implementing change in the workplace from a research and development perspective gives the workers more knowledge about their industry and enables them to become more successful in their future strategies.

Suppliers

Suppliers are the immediate stakeholders of an organisation and are very critical since their contribution to the company may lead to success or failure. Suppliers provide the raw materials or parts for the production in an organisation, which is one of the major inputs for every organisation. In this case, any changes in the supplier’s factors imply a major impact on the production in the organisation (Bashir & Verma, 2019). Particularly, the capability of an organisation’s workplace depends on the quality of supplies that it receives from its suppliers. Lower quality supplies imply that the company makes poor-quality products that are less competitive. Moreover, high-quality supplies imply that the company makes competitive products that increase its capability (Sharif & Scandura, 2014). Culture and strategies also depend on the relationship of a company and its suppliers and the quality of materials provided. As a result, changes by suppliers have either a positive or a negative impact on the workplace culture and capability. Organisations’ workplace improves the capability and culture based on improvement in the quality and punctuality of the suppliers. 

Competitors

Competitors have a powerful force in changing an organisation’s culture and operations, given that every company needs to be on top and compete for markets and customers. In this case, despite the level of competition that an organisation is in, changes in the competitiveness of its rival organisations enhance changes in the workplace. In most cases, organisations are highly responsive towards the increased competitiveness of their rival organisations. Every company keeps changing its strategies culture and improving its capability to match or overcome the competitiveness of the other organisations (Bashir & Verma, 2019). In cases where rival organisations improve their competitiveness, the organisation starts working on its workplace and other factors to avoid being left behind. This involves improving its operations, production quality, and other factors that depend on the organisation’s competitive ability. As a result, competitors are a driving force towards change in organisations’ capability and culture, especially to become more competitive. 

Customers

Customers play a vital role in every organisation since they depend on each other for products and services and financial development. Customers and organisations benefit from their transactions since one gets products and services while the other gets finance. Although they both depend on each other, organisations are responsible for sourcing and keeping customers because customers source for services where they are more satisfied (Lynch-O’Brien, 2017). In this case, the organisation is responsible for satisfying customers depending on their demands because they need perfect products and services. This makes customers a driving force towards change in an organisation, especially to satisfy the. Every organisation seeks to adopt better procedures and techniques to serve its customers better to attract more of them. Particularly, as companies are involved in market competition, they usually compete to attract more customers. Changes caused by customers may affect the overall business setup and service delivery techniques (Sharif & Scandura, 2014). This implies that the organisation has to keep changing following customer behavior trends. As a result, workplace culture and capability are changed, where organisations mostly target making them better. Customer force is mostly driven by the product or services’ demand, where companies shift their operations to accommodate all the customers and become more competitive. 

General public

The general public, including customers, non-customers, and everyone who knows the organisation, has a high level of input such that its success is dependent on their behaviour. Primarily, the general public includes the people using social media and other platforms, capable of spreading myths and critics about an organisation. The same people can spread the good news about the organisation and create a good picture to make it more competitive (Maio & Haddock, 2009). Generally, every organisation’s marketing mostly depends on the nature of the general public and how people will receive the organisation. In cases where the organisation has a bad relationship with the general public, it forces many changes in the organisation and may lead to failure.

On the other hand, if the organisation has a good relationship with the general public, there are high chances of success in its marketing approaches. Therefore, the changes forced by the general public causes changes in the workplace to modify the products and services to become more competitive (Maio & Haddock, 2009). Given that the community in the neighbourhood hates a company, it may be required to establish and strategize new operational ways to become competitive. This affects the workplace, encourages changes in various issues like culture, and enhances its capability. 

Marketing intermediaries

Marketing is one of the critical aspects of every organisation since it spreads the brand to the people who do not know it. Marketing is among the top powerful inputs of every organisation since it is the one that connects the organisation with new customers. In this case, marketing intermediaries intercept the company and the market. These individuals play a vital role in every organisation’s success. Their ability to grow the company is quite high, making them critical forces for change (Maio & Haddock, 2009). Particularly, the demands of marketing intermediaries may force the organisation to implement a change in the workplace. The company needs successful marketing, which means that the marketing intermediaries’ chances should be satisfied to ensure a perfect marketing procedure. Marketing intermediaries influence many changes in an organisation and the workplace to facilitate a competitive brand and easy marketing strategies. Organisations may change their workplace capability and culture to accommodate the marketing intermediaries and make the organisation’s brand more competitive. 

The Forces above effect change in the microenvironment and this has been felt in the British Army. In an announcement by Defence Secretary Ben Wallace (2021), he stated that the military was undergoing a radical change. This will result in an eventual reduction in manpower in a move to modernise and digitise the army. The thought that warfare and its use had changed
; the focus was going to be more on a more lean, fast, productive and readiness combat power versus larger mass manoeuvrability. Re-basing of units with an injection of assets and kit to the military (Davies, 2021). This decrease in manpower is however thought of as ‘madness’ (McGleenon, 2021) and ill advised, especially due to the threat that Russia and China have to U.K. In other organisations the opposite is true in terms of effectiveness and the desire to improve. For example, a desire to improve due to losses incurred during a year or reasons for budget cuts. A look at retention in the military if a certain job specification has suffered insufficient manpower for tasks. This has triggered further programmes to inspire the desire remain, and thus a change occurs in unit. This has been observed and actioned on in multiple areas to increase retention. A more digital aspect within processes in-house to cut time on tasks or more user-friendly equipment to counter the workload aspect due the decrease in manpower. 

In terms the employees, the Army looked at a more inclusive and diverse culture within the workplace. Huges (2015) stated that if discrimination becomes an issue or distraction to employees, then organisation goals will not be achieved. This also increases the capability of the Army or organisations. Banks, et al, (2021) also looked at the success of organisations and individuals in organisations whereby organisations were modelled after sports tournaments. They found that there is success found by team cohesion and individuals when properly motivated, used their own abilities to better achieve organisational goals. Social relationships within the organisation also play a role in its success. This has been instilled in the army over the years and is part of the yearly must-have training within the organisation. All playing a part in workplace culture and its capability.

Macro Environment

	The macro-environment involves the external environmental factors explained in a simple PESTEL model. Based on the PESTEL model, the main macro-environmental forces towards change in every organisation include political, economic, social, technological, environmental, and legal factors. These factors are not always close to an organisation but have a major impact on the organisation’s positioning. Since these forces affect every other organisation in the same neighbourhood or nation, the success of individual organisations depends on the way it changes to adopt the necessary tactics to accommodate the requirements. Most of these factors occur in the external environment such that they are not affected by the changes in the organisation (Maio & Haddock, 2009). Still, the organisations are affected by the implications of the macro factors. As a result, organisations have to adopt changes to create a working and operational environment supporting external factors. Moreover, adopting these changes always benefits the organisation in terms of improving the ease of operation and avoiding the various risks that may come up due to environmental forces. Therefore, adopting changes in the organisation creates various impacts on the workplace capability and culture.

PESTEL Model

Political forces

Organisations rely on political forces to make business decisions. For instance, tax policies, import and export laws, and trade restrictions are government policies that intervene in the economy, among other forces that can impact business operations. Businesses operating in given countries are likely to experience some challenges during elections due to uncertainty associated with elections. Different political parties have diverging approaches and views for policies on various political forces (Maio & Haddock, 2009). This affects organisational culture since employees have opinions and views that shape their behaviour, thinking, and actions when political perspectives are challenged or discussed. Employees are more particular about political expressions and discussions when company leaders express their political opinions. These discussions can negatively impact the company’s culture, where employees disagree and have different views and opinions. As a result, this leads to hostile and uncomfortable work dynamics. This can lead to outcomes that are misaligned with the organisational culture desired. 

Company leaders may not realize that political expressions are more common within the workplace. Employees may express their aversion to company leaders while taking political stances with many employees with misaligned political beliefs that negatively affect their performance. For instance, in presidential elections in the US in 2020, as per company leaders, it would create a political atmosphere for employees in their professional lives (Lynch-O’Brien, 2020). Such tensions could extend into the workplace; thus, employees may feel uncomfortable during political discussions, which impacts their work performance. It is evidenced that political conversations are common at the workplace where the majority engage intense political discussions, which results in negative performance outcomes and emotional distress (Maio & Haddock, 2009). Due to such stress, employees are likely to have poor performance as the environment does not allow them to do duties assigned peacefully. Therefore, conflicts between work teams due to political ideologies affect company culture, and employees start displaying subtle visual representations of their political views, tense interactions, verbal references, and isolated groups. As a result, employees cannot embrace teamwork to achieve shared organisational goals. 

Economic forces

Economic forces consider different aspects of the economy that can impact businesses. For instance, interest rates, inflation, unemployment level, and exchange rates. In many countries, many people are actively seeking employment opportunities but cannot find work, an aspect that increases the level of unemployment. When the economy fully utilizes available workers or labour, it may not grow quickly and may start slowing down (Lynch-O’Brien, 2020). Such economic activity downturn impacts business culture and performance. A high level of unemployment has increased dependency levels such that those working have families to feed relatives who are not working, an aspect that raises the poverty level. As a result, employees may experience stress due to a high level of dissatisfaction with low incomes that cannot satisfy their and family members’ needs. This affects their working morale, hence company culture, and their ability to perform their duties.

Additionally, economic forces like interest rates may affect company culture and employee capability. For instance, a decrease in interest rates on savings discourages employees from saving their income and may prefer to spend their money instead. This results in employees being forced to borrow at high-interest rates from financial institutions, putting them in a hard economic situation. As a result, employees find it challenging to work comfortably share attitudes and goals within the organisation. They are likely to work for an organisation with a weak culture that does not align with their beliefs and attitudes, which affects their performance capability (Lynch-O’Brien, 2020). Given the various economic forces acting on the organisation, the workplace can experience complex changes depending on the level of change imposed by the economic forces on the organisation. For instance, the high cost of living in a nation implies that employees are experiencing a lot of pressure. This may cause tension in the workplace, including demands for a pay rise. This causes commotion in the workplace, causing changes in capability and performance. Depending on the cost of living, the changes in the workplace range in complexity, which causes varied impacts on workplace culture and capability.

Social forces

These are related to demographic and cultural trends in society. Customers buying behaviour is dertermoned by the organisations interaction with its customers . Businesses must consider factors like health consciousness, age distribution, cultural perceptions and aspects, population growth rates, and career attitudes. Social interactions with colleagues, supervisors, customers can affect employees positively or negatively and their productivity. For instance, cultural backgrounds sometimes create a stressful and alienating workplace due to the challenges of working together (Lynch-O’Brien, 2020). Therefore, companies are likely to experience a negative impact on their bottom line due to negative perceptions by the members of the public. Customers and the surrounding society have high expectations for a company to practice social responsibility through embracing community outreach, sustainability, high ethical, standards, and diversity promotion. Incorporating these topics in a company’s culture can positively impact employees’ capability and organisational performance. For instance, hiring employees from the surrounding community motivates them and boosts their productivity as their cost of living is low and rarely incurs some expenses like transport costs. As such, workers who have a good attitude towards work interact well with other employees and company leaders, which promotes company culture; thus, employees’ capability to increase company productivity. 

Generally, social factors are overall forces in an organisation, given that they directly affect organisational performance and employee relations. As a result, most of the social factors, especially those related to employees, directly impact the workplace culture and capability. Anything that causes changes in employee behaviour and relations in the workplace also affects their performance and coordination. This means that the workplace culture and capability can be highly affected by changes in employees’ social behaviour and interaction. Other social forces like career acceptance, age distribution, cultural perception, and employee family background affect the workplace culture and capability (Lynch-O’Brien, 2020). In this case, these forces affect employee motivation, performance, and relationships with other employees, affecting the overall workplace capability and culture. Generally, the workplace culture and capability highly rely on social forces acting on the organisation since slight changes can cause complex workplace changes.

Technological forces

Through company culture, individuals have an opportunity to interact and work together as a team. They make use of technology in their day-to-day operations at the workplace. However, technology keeps on changing and updating. That means employees must change with advancing technology to be in a position to carry out their duties effectively and efficiently. However, some companies and their workers experience challenging situations to keep up with changing and updating technology. Technology affects organisational culture as it changes the way they do their business over the years, and every new technology innovation continues to make new waves (Lynch-O’Brien, 2020). Technology enables managers and employees to collect and share real-time data, thus, a faster decision-making process. Therefore, workers boost their capability through technology and enjoy improved efficiency, evidence-based decisions, and greater transparency. In addition, technology has reduced barriers at the workplace, enabling and empowering employees to work in the most effective and productive ways (Lynch-O’Brien, 2020). This enhances communication and teamwork among the employees, thus, performance enablement. However, if the employees have a negative perception of technology innovations, this may affect organisational culture due to resistance to change. 

Technology is the current trend in organisations where every organisation seeks to implement digital machinery to help in making work easier and making the workplace more competitive. Some of the technological forces, including workplace robotics, innovation, equipment, and other digital techniques, are directly implemented in the organisation, causing immediate changes in the workplace culture (Lynch-O’Brien, 2020). One of the major impacts of technological forces on an organisation is the change in the workforce. Organisations require different expertise in the workplace every time new equipment is brought in. This means that some employees could be made redundant, especially if the equipment replaces their labour.

The organisations’ decision to either be in a comfortable competitive position or advance into more uncharted areas, where the risks and costs are greater. (Wang, et al, 2017). In terms of innovation, technology plays a major part in an organisation’s business model, it is not however solely dependent on it (Bashir, & Verma, R, 2019).

In most cases, organisations implement changes in the workplace based on the overall technological growth. This means that technological growth is primarily acting on every organisation since it dictates competitiveness and the ability of organisations to satisfy customers’ needs. Organisational culture is affected by the changes implemented in the workplace structure due to new technology (Lynch-O’Brien, 2020). Generally, technological forces have a constant impact on the workplace culture and capability due to the rapid changes in technological techniques from time to time. 

Environmental forces

Environmental factors like climate change, weather conditions, temperature, and natural disasters can influence how a company operates, its growth, and long-term sustainability. Good climate conditions provide a conducive working environment for the employees; thus, increasing motivation, morale, and productivity (Rudd, 2013). However, if a company operates in adverse climatic and weather conditions, the employee may be uncomfortable and thus contribute to low productivity and capability to perform assigned duties. Therefore, companies have to adjust their operations create various programs that boost employee morale and motivation during adverse environmental forces to ensure the reduced level of stress. 

Legal forces

These forces define operations that a business can carry out and those it cannot. For instance, industry regulation, labor laws, business licenses, and permits are essential for business operations. Certain regulations within the industry within which a company operates and laws may impact company culture. Employees and leaders would operate guided and based on certain regulations provided by the state government. In some cases, they may not exploit available resources due to restrictions, an aspect that affects company culture (Rudd, 2013). For instance, companies in a certain industry may be not be allowed to operate in some hours like night hours which limits them from attaining maximum benefit as per the company culture. The way an organisation would manage and handle its employees based on the laws and policies would affect the company culture and employee capability. If companies deviate from laws provided, employees may resist and feel demotivated, which lowers their capability; thus, poor performance. 

Legal forces like industries regulations and labor laws keep changing from time to time and from one region to another. This implies that organisations should be prepared for changes imposed on such legal forces. When it comes to legal factors, they are implemented for all the organisations in a given region, which means they have a minimal impact on competition. However, some upcoming and straggling organisations may be affected by strict regulations such that abiding by them may be difficult or cause complex changes in the workplace (Rudd, 2013). In such cases, the legal forces have a huge impact on the culture and capability of the workplace for struggling organisations. Therefore, the changes caused by legal forces such as labor laws and industries regulations tend to have varied impacts on workplace culture and capability for different organisations. 

Examples of these forces are seen in the Army, Ministry of Defence (MOD) (2019) released a letter under the Freedom of Information Act stated that there was an approximately 1370 personnel who were Fijian nationals serving in the Army and at the time and approximately 1500 in total in the Armed Forces. 1480 personnel from the Commonwealth countries enlisted in a nine-month period in the year 2020 alone (Layton, 2021). This displaying a migration from external countries with various cultures. Layton (2021) went on to state that this was to back-fill the number shortage already in the Army. One contributing factor to this move found to be, the economic state of the various countries that recruits come from. In a move to adapt to change in warfare (Davies, 2021) the Defence Secretary has introduced a change to conform and update the technology currently out; also, management changes associated with the digital change introduced. These all affect workplace culture and capability.


[bookmark: _Toc456901517]
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Stakeholders, in general, are two groups of people. Within an organisation, they are the workers, customers, shareholders, and corporate boards. Externally they are regulators, community and non-government organisations. (Kassinis, 2011). Or in other words, Individuals or groups who have the capability to effect change, on an organisation’s future (Eden & Ackermann, 1998) or objectives (Mitchell, et al, 1997). Kassinis (2011) also states that effective organisational management is also addressing the interest and requests of stakeholders. Walters, & Helman, D (2020), state that the success of a business is determined by what is created for shareholders.

Workplace change usually enhances various impacts on the stakeholders, especially because it involves new procedures and aspects that the stakeholders need to learn about. In this case, every change requires the involvement of the stakeholders to learn the specific way to handle the changes and adopt the new styles that had not been implemented before (Emery, 2019). Particularly, changes are associated with better and more complex procedures that the organisational stakeholders know little about. Therefore a need for an effective approach to lead stakeholders through the changes in an organisation (Rudd, 2013). First, the stakeholders need to be notified about the various changes in the organisation and their possible implications in the workplace. Moreover, although different aspects trigger changes, they are implemented by the organisation for various reasons. With this, the organisation needs to lead its stakeholders to explain the reasons for the change in the organisation (Emery, 2019). In other words, the organisational stakeholders need to clearly understand the possible details of a change in the organisation, including the reason, need risks, implications, and application of the changes in the workplace. 

	Given that the changes are complex, such changes are difficult to adopt and may have a huge impact on workplace logistics. Moreover, complex workplace changes need extra effort from the organisational stakeholders to make the company more competitive and successful in the market (Rudd, 2013). Some changes come with several strengths, weaknesses, threats, and opportunities in the workplace that must be known to the organisational stakeholders for effective operations. Every stakeholder needs to understand the possible strengths of implemented changes in an organisation’s workplace, to capitalize on them and be motivated towards success. Additionally, they need to learn about the weaknesses of the implemented changes and learn how to avoid them to ensure top competitiveness in the workplace. 

Every opportunity that complex changes occur in the workplace or organisation should be exposed to the stakeholders, to facilitate learning on how to capitalize on them. Moreover, the organisational stakeholders need to learn about the possible threats posed by complex workplace changes to avoid them and improve organisational competitiveness (Kotter, 2012). Generally, there are various ways in which organisational stakeholders can be led through the complex changes in the corporate workplace to adapt effectively and maintain the organisation’s competitiveness in the market. 

Training

Complex changes are complex to understand and adopt in organisations. However, learning is always one of the best ways to adopt changes and be more productive. In this case, training can incorporate the organisational stakeholders into the implemented complex workplace changes (Dewe & Cooper, 2019). Training should be done by focusing on the most important workplace changes that have more impact on the organisation’s performance and competitiveness. Moreover, different stakeholders have different impacts in the organisation’s workplace but are all important for the organisation’s success (Banks et al., 2021). As a result, all the stakeholders need to learn all the aspects associated with the complex workplace changes to apply the possible changes and adapt to the requirements of the changes. Other complex changes in the workplace require the involvement of all the stakeholders to facilitate effective implementation and successful transition of the organisation (Emery, 2019). Training helps the organisational stakeholders to learn how to handle complex changes in the workplace and make the organisation competitive despite the complexity of the changes. The stakeholder needs to understand the implications of the workplace changes and their specific positions in the organisation. 

Training also helps the organisational stakeholders to familiarize themselves with the new organisational setup given the complex changes in the workplace. In this case, training needs to be done in a structured way such that all stakeholders are guided on the right path to follow to understand all the complex changes. Generally, every stakeholder in the organisation needs to learn the new skills and techniques required to handle the complex changes in the workplace. The complex changes may imply complex changes in the roles and responsibilities of different stakeholders in the workplace (Banks et al., 2021). For instance, some organisational stakeholders may be assigned new roles in the workplace given the implementation of the complex changes. Others may be relieved of some duties, which means they will have less but complex duties. Despite the changes involved in the duties and responsibilities of stakeholders in the workplace, many shifts may occur that require them to be reoriented into their various positions (Emery, 2019). In this case, the stakeholders need to be trained to combine their newly acquired roles and responsibilities. Some of the acquired roles in the workplace may also be complex and require more commitment, which requires the stakeholders to be trained on specific workplace requirements created by the complex changes. 

Effective Change Management

	Stakeholders need to adopt the complex workplace changes effectively such that they easily and immediately become competitive in the industry. This means that the management should be responsible for managing the changes and the stakeholder learning to ensure a perfect transition in the workplace (Dawson and Andriopoulos, 2021). Change management deals with the transformation and transition of an organisation, including its technologies, processes, and goals from a change in the organisation. 

In this case, change management helps the organisation implement various strategies to make the organisation competitive despite the complex changes. Particularly, it is the responsibility of the management to help the stakeholders to adopt the complex changes in the workplace and advance the workplace goals and objectives based on the implemented changes (Dawson and Andriopoulos, 2021). With this, effective management of workplace changes can help the organisational stakeholders effectively adapt to the changes in their roles and responsibilities in the workplace. Moreover, it can help the stakeholders understand the nature of change and its implication in the workplace and the organisation. 

Through effective change management, the management should encourage the organisational stakeholders to learn about the complex workplace changes and prepare to support the new organisational goals and objectives. The complex changes may cause complex requirements in the workplace, which means that the stakeholders should be prepared to work in the complex environment to make the organisation competitive (Dawson and Andriopoulos, 2021). As a result, the management should be in the frontline to motivate and encourage the stakeholders to take their positions, learn, and implement changes in their working positions to improve the organisation’s competitiveness. Effective change management implies that the management should successfully set firm and achievable goals and motivate all the other stakeholders to implement the changes in their respective roles to help the organisation achieve its goals. 

Evidence-Based Decision-Making

	The organisation should embrace an effective decision-making process to avoid making the wrong decisions while implementing complex changes in the workplace. Particularly, the organisation’s leadership needs to be keen in the decision-making process to ensure that all the stakeholders are on the right track towards implementing the complex changes in the workplace. Evidence-based decision-making implies that the organisation needs to refer to evidence whenever it makes decisions to implement the changes and work on its goals (Arcangel & Johnson, 2011). Moreover, the process of engaging organisational stakeholders requires ethical and effective decision-making. This requires proper planning on the essential element to engage the stakeholders. The process should be based on the aspects that matter the most to the organisation, the workplace, and the organisational stakeholders. This includes giving the stakeholders an understanding of the complex changes that have been implemented in the workplace. 

Despite the changes, every stakeholder needs to be updated on the changes and reasons behind the changes to enhance their involvement in the workplace (Emery, 2019). Full engagement of organisational stakeholders requires a comprehensive understanding of what they are dealing with in the workplace. In this case, the management needs to orient the organisational stakeholders into the changed workplace structure to understand what is needed to make the organisation competitive (Cooks-Cambell, 2021). This can also help the organisational stakeholders to participate in the organisation’s decision-making. In cases of democratic leadership style, the management should educate the stakeholders about the complex workplace changes to give them a basis of argument. 

However, introducing the organisational stakeholders into the implemented workplace changes gives them no chance of joint decision-making. Difficulty also arises by stakeholders not being able to cope with the changes without initially learning about them (Atasoy & Carroll, 2019). Generally, evidence-based decision-making helps the management make decisions with the stakeholders based on their understanding of the complex changes. As a result, implementing changes on stakeholders' roles and responsibilities without them understanding the basis of the workplace changes can lead to confusion and a high level of misunderstanding in the organisation (Emery, 2019). With this, the stakeholders can take a longer time to implement the complex changes in their various roles and responsibilities in the workplace.

Stakeholder Engagement 	

As stated previously, stakeholder interactions are beneficial to the organisation’s success. 



These interactions or engagements could best be described in three groups.  (Boaz, et al., 2018). There are a total of 15 points. The first five relates to the Organisation, the second that of the Values and the last group of 5 covers that of the Practical aspect. Paying particular attention to organisation and the values, they are as follows.
.
Organisational Principles starts with having clear objectives for stakeholder engagement. This deals with knowledge and skill access by stakeholders. (2) Look at various ways to have stakeholders be more invested, into the business model. (3) Stakeholder engagement resources such as time or competencies should be identified. (4) Institute evaluation of positive stakeholder engagement. (5) Differentiate and encourage stakeholder influences for their input though this is dependent on the objectives. (Boaz, et al., 2018)

Values. (6) Foster commitment, ensuring it is there from the beginning. (7) Understanding stakeholder roles and what they represent internally and externally to the organisations. (8) Value and support stakeholder engagement. (9) Realise the consequences of inclusion on productivity; for example, feedback takes time and could slow productivity. (10) Value the interactions with stakeholders to meet objectives. (Boaz, et al., 2018)

	In terms of processes, for multi-stakeholders, Dodds. (2019) observed seven principles (see appendix 2), starting with embracing change and, through the principles adopting more of a collaborative leadership style. Mohiuddin and Mohteshamuddin (2020) found favour utilising a combination of styles, mainly Kotters eight stage process and Hersey and Blanchard’s model. Hersey and Blanchard’s model adopts a more situational leadership style: ‘telling, selling, participating and delegating’ (Mohiuddin and Mohteshamuddin, 2020).

[bookmark: _Toc99417293]Conclusion

	Despite the only constant being change, it will always cause friction in the workplace until it settles and becomes a norm. While Kotter’s eight-stage process toward change looks like an ideal model to follow it does not embrace the behavioural side that change affects in individuals. This is realised either in the Kubler-Ross change process or the Herseys and Blanchard process. Regardless, it could be seen that communication is key for the success of the organisation and the importance of stakeholders for objectives to be achieved. While constant evaluation is required to judge productivity to objectives in an organisation, the value of stakeholder input remains an important consideration for effectiveness thus the investment in stakeholder engagement. This must all be carried out with ‘ear to the ground’ on the micro and macro environmental effects on the organisation or be lost on the competitive standing against other organisations.
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Source: Directly from Kotter (2012) Figure 2.2 






[bookmark: _Toc99417296]Appendix 2: 7 Principles of Stakeholder Processes

	Principle
	Related perspectives, models, theoretical ideas

	1. Embrace systemic Change
	1.  Assessing the complexity of a situation
2.  Soft systems methodology
3.  Adaptive management
4.  Four quadrants of change

	2. Transform Institutions
	1.  Supporting and obstructing institutions
2.  Systems thinking
3.  Framework for institutional analysis
4.  Linking institutional change

	3. Work with Power
	1.  Types of power
2.  Rank
3.  Expressions of power
4.  Faces of power
5.  Empowerment

	4. Deal with Conflict
	1.  Causes of conflict
2.  Continuum of conflict
3.  Interest based negotiation

	5. Communicate effectively
	1.  Dialogue
2.  Non-violent communication
3.  Powerful questions and active listening
4.  Cultural issues and communication

	6. Promote collaborative leadership
	1.  Six aspects of leadership
2.  Belbin Team Roles
3.  Balancing results and relationships

	7. Foster participatory learning
	1.  Experiential learning cycle
2.  Learning styles
3.  Single, double, triple loop learning




Source: Data from Dodds (2019) 
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