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[bookmark: _Toc152089344]Executive Summary

The fundamental goal of the report is to help the company face external difficulties while also guiding it on a path of transformation that is consistent with its cooperative principles. Choosing “The Coop” is based on its distinctive cooperative structure, which prioritises the involvement of members and the well-being of the community. The research examines the internal and external elements impacting Coop using important business analytical methods such as PESTEL and other assessments. The change management models, which mostly consist of “Kotter's model” and the “Pettigrew Model”, were carefully selected due to their capacity to work in a VUCA setting and their compliance with cooperative values. The paper is divided into parts that address various aspects of the corporate environment, organisational analysis, leadership styles, influence on organisational culture, opportunities for development, and suggestions. It also discusses change management approaches. The end result is a personalised strategy for managing change that adheres to Coop's cooperative ideals, boosts participation from members, welcomes the digital revolution, and guarantees the plan's longevity. In light of changing environments, it is critical to encourage resilience and preserve the company’s reputation as a socially conscious cooperative, as emphasised in this executive summary. To help the firm’s leadership successfully and culturally align the execution of strategic transformation, we have supplied them with a set of suggestions that will act as a strategic guide.
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[bookmark: _Toc152089345]Introduction
An in-depth evaluation of the cooperative organisation known as “The Cooperative Group (Coop)'s” strategic change management is the goal of this study. The overarching goal is to help the company face the problems of today's fast-paced business world in a way that is consistent with its cooperative principles. Because of its distinctive collaborative structure, which prioritises democratic decision-making, member engagement, and community welfare, the firm is the preferred option. An intricate strategy that maintains “The Coop's” unique cultural character is necessary for the cooperative's strategic transition because of its long history and solid membership base. Using the PESTEL the report will examine external environmental aspects. This study will mainly use “Kotter's model “and the “Pettigrew Model” of change because of their suitability to a VUCA environment and their consistency with cooperative principles. The report will be organised into parts that include topics such as the external business environment, internal organisational analysis, leadership styles, influence on organisational culture, areas for improvement, and suggestions. It will also cover topics like change management models and organisational culture. The goal of this comprehensive analysis of Coop's strategy shift is to provide readers with a full picture of the possibilities and threats it faces. The expected outcome of this report is to leverage a change management plan.


[bookmark: _Toc152089346]Section 1- Critical evaluation of the adopted change management process and Identification of the suitable strategic change option

[bookmark: _Toc152089347]1.1 An overview of “The Cooperative Group (coop)”
A well-known and varied consumer friendly, "The Cooperative Group (Coop)" has a long tradition of adjusting to new circumstances. It has come a long way from its humble beginnings in the UK in the middle of the nineteenth century; now, it is an extensive conglomerate with holdings in grocery stores, insurance, funeral homes, and more (Webster et al., 2021). Decisions are taken collaboratively for the benefit of the members under a cooperative framework that emphasises member ownership and democratic rule. Despite many changes in the market, society, and economy, “the Coop” has managed to remain strong and steady over the years. The company has maintained a policy of continuous strategy and operational improvement in response to changing customer needs and expectations. Its annual reports are a great example of its dedication to openness and honesty as they detail the company's sustainability efforts, social responsibility projects, and financial performance for all interested parties. “The Coop” has introduced new strategies to improve efficiency, sustainability, and consumer happiness in light of ever-changing market circumstances. It has welcomed change as a chance to expand and have a good influence, whether it's via leading the way in sustainable sourcing or using digital technology to provide a smooth consumer experience. As seen in its yearly reports, “the cooperative” has been able to face obstacles head-on while maintaining its cooperative ideals and cultivating a culture that is both robust and adaptable.
[bookmark: _Toc152089348]1.2 PESTEL analysis of the company & its responses
The factors of Pestle analysis of “The Cooperative Group (Coop)” are demonstrated in the following.
Political:
· “Government lockdowns” and “social distancing restrictions” imposed in response to the COVID-19 outbreak had a major influence on customer behaviour and business as usual in retail establishments.
· Due to regulatory changes and possible trade restrictions brought about by the UK's withdrawal from the “EU (Brexit)”, “The Cooperative Group (Coop)” has to adjust its supply chains and operational activities (Webster et al., 2021).
Economic:
· “Rising unemployment”, decreased consumer spending, and interruptions to the supply chain were all symptoms of the economic slump that the COVID-19 epidemic generated (Statista, 2023).
· Both “customer spending” power and “The Co-op's” operational expenses have been impacted by persistent economic uncertainty, which includes rising interest rates and inflation.
Social:
· Both customer spending habits and the products offered by “The Co-op” have been impacted by the rising tide of health, wellness, and environmental concerns.
· The retail industry has seen significant changes due to shifting customer tastes towards “omnichannel experiences” and “internet buying” (The Guardian, 2023).
Technological:
· “Online shopping”, “data analytics”, and “AI” are just a few examples of how the retail business has been revolutionised by the fast development of digital technology (The Guardian, 2023).
· People relied more and more on online purchasing and “contactless payments” as a result of the COVID-19 epidemic.
Environmental:
· Sustainable goods and practices are in high demand due to rising consumer concerns about the environment.
· Supply networks have been interrupted and “The Co-op's” operations have been challenged by climate change and severe weather occurrences.
“The Co-op's” response to external change:
In the face of the COVID-19 epidemic, digital disruption, and persistent economic instability, “the Cooperative Group” has shown to be remarkably adaptable. In order to overcome these external challenges and come out on top, the corporation has launched many strategic initiatives:
As a means of protecting its workers and consumers, the company instituted rigorous safety protocols across its retail locations and warehouses. It has adapted to the increase in demand during lockdowns by buying groceries online (Statista, 2023). The company enhanced delivery services and introduced contactless payment alternatives to make them more convenient and secure.
Besides, “The Cooperative Group (Coop)” put money into e-commerce sites and mobile apps so customers can purchase easily across all channels. It made use of data analytics to better understand consumer habits and enhance advertising initiatives. The enterprise also investigated new technology like AI and blockchain with the goal of improving supply chain operations and customer service.
To overcome economic uncertainty, “The Cooperative Group (Coop)” has taken some initiatives. It developed strategies to reduce costs in light of the uncertain economic climate. The firm was dedicated to boosting sales of house brands in order to keep profit margins high. It developed alliances with other companies to boost its standing in the market (The Guardian, 2023). Besides, “The Cooperative Group (Coop)” is committed to enhancing sustainability. It added eco-friendly goods and services to its catalogue. The company cooperated with vendors to lessen their influence on the environment. It also made long-term sustainability objectives.
[bookmark: _Toc152089349]1.3 Leadership styles of the company for change management
To promote a culture of flexibility and creativity and successfully manage change, “The Cooperative Group (Coop)” has used a mix of leadership styles. These leadership styles of the company are demonstrated in the following:
· Transformational leadership: The leadership team at the organisation has shown transformational leadership traits, encouraging and empowering workers to welcome change and strive for lofty objectives (Hajiali et al., 2022). They have communicated well, shown a clear direction for the future, and given staff the authority to own change efforts.
· Democratic leadership: “The Co-op” has adopted a democratic style of leadership, which involves and values the participation of workers in decision-making processes. Employees feel more invested in the transformation process because of this team effort, which has increased their motivation to participate.
· Supportive leadership: Throughout the transition, “the Co-op's leadership” has been there to bolster staff morale and provide direction (Chawviang and Kiattisin, 2022). Their contributions have been acknowledged and praised, fostering an encouraging atmosphere where everyone feels empowered to make a difference.
[bookmark: _Toc152089350]1.4 Impact of change on the organisational culture of this company
The organisational culture at “The Cooperative Group (Coop)” has benefited from its proactive strategy for implementing change management.
· Adaptability and innovation: The organisation has created an environment where staff are encouraged to be flexible and creative. Because of this, creative solutions have emerged, and businesses are more open to adjusting to new market demands.
· Empowerment and ownership: “The Cooperative Group (Coop)” has given workers a say in change efforts and encouraged them to own them, which has increased their feeling of agency and responsibility (Sharman et al., 2020). Staff participation, enthusiasm, and dedication to the transformation have all grown as a result.
· Teamwork and cooperation: By promoting cross-functional cooperation and dismantling silos, “the Co-op” has fostered a culture that is both collaborative and team-oriented. More effective execution of change has resulted from better interaction, problem-solving, and collaborative decision-making.
· Data-driven insights: Asking workers how they feel about the company's leadership, culture, and change management initiatives on a regular basis provided useful information. Facilitated focus groups provide an excellent forum for employees to voice their opinions and thoughts on targeted areas of the business's transformation and culture (Waring and Lange, 2019). In order to understand how change affects the company's culture, “the Co-op” used data analytics to spot commonalities in staff involvement, happiness, and effectiveness.
[bookmark: _Toc152089351]1.5 Improvement areas in change management of this company
“The Cooperative Group” has shown incredible flexibility and resiliency in handling change, but there is room for improvement in the way the organisation handles change.
Styles of leadership:
· Enhanced communication: Chawviang and Kiattisin (2022) indicated that there may be more chances to improve communication and openness during the transition, even if the organisation has used a democratic leadership style. Town hall meetings, more regular updates, and public forums for staff input are all ways to achieve this goal.
· Continuous leadership development: To ensure that its executives are well-versed in the most recent methods for managing change effectively, the organisation should fund ongoing leadership development programmes. Skills like handling stakeholders, resolution of disputes, and effective communication might be part of this.
Organizational structure:
· Agile and flexible structure: A more nimble and adaptable organisational structure is something the firm should think about implementing in order to deal with the constant upheaval in the marketplace. Decentralising decision-making, strengthening teams, and tearing down silos are all ways this may work.
· Change management team: The organisation might form a specialised change management team whose members are knowledgeable in the areas of change initiative design, execution, and evaluation. All departments and staff may rely on this team for centralised assistance and direction as they navigate the transformation.
Organisational culture:
· Embracing diversity: The organisation should do more to promote diversity, equality, and inclusion (DEI) so that all workers feel appreciated and have the tools they need to be part of change efforts. Mentorship programmes, inclusive hiring practices, and training on unconscious prejudice might all be part of this.
· Learning and development on the job: In order to ensure that personnel are able to meet the demands of their ever-evolving positions, the organisation should promote a learning and development culture (Waring and Lange, 2019). Offering mentorships, internet resources, and training programmes are all ways to accomplish this goal.
[bookmark: _Toc152089352]1.6 Navigating VUCA: adapting to future challenges
Adaptation and change are necessities in today's national and international business climate due to the high levels of “volatility, uncertainty, complexity, and ambiguity (VUCA)”. To be even more ready for what the future holds, “the Cooperative Group” may do:
· In order to foresee possible interruptions, difficulties, and opportunities, scenario planning exercises should be conducted on a regular basis. The business may then prepare for potential outcomes and adjust its approach appropriately (Kaivo-oja and Lauraeus, 2018).
· Strengthening its data analytics capacities to better understand consumer habits, industry tendencies, and new technology developments. Making better, more data-driven decisions when faced with uncertainty will be aided by this.
· Growing its network of alliances and collaborations with prominent figures in the business world, universities, and other research organisations. Shared understanding, fresh ideas, and easier access to resources will all result from this.


[bookmark: _Toc152089353]Section 2- Critical Evaluation of the Change Management Models

[bookmark: _Toc152089354]2.1 Critical evaluation of 3 change management models
1. Lewin’s change management 
When it comes to managing change, few methods have been as popular as “Lewin's three-step model”. “Unfreezing”, “changing”, and “refreezing” are the three steps that make up the model. To unfreeze an organisation, one must raise consciousness about the need for change and instil a feeling of urgency among its members (Tang and Tang, 2019). When anything changes, it's because the change is being put into action. The alterations constitute the new norm during the stabilisation phase, refreezing.
Application to “The Cooperative Group”
· Unfreezing: As a first step towards transformation, “the Coop” might educate its members and staff on the need for change, especially in light of recent events like as the COVID-19 epidemic and technological upheaval. It is critical to explain the change and its rationale, as well as any advantages.
· Changing: Digital solutions, improved online services, and a more resilient supply chain are just a few examples of the concrete improvements that the company may make after that (Harrison et al., 2021). During this stage, it is crucial to provide training programmes for members and workers to help them adjust to these changes.
· Refreezing: Reinforcing the new practices might be a firm’s priority to make sure the adjustments become part of the company's culture (Errida and Lotfi, 2022). Recognising and rewarding actions that are in line with the changes, revising rules and procedures, and incorporating the values of the cooperative into the modifications might all be part of this process.
Positive aspects:
· The company’s stakeholders at all stages may benefit from Lewin's approach because of its simplicity and clarity.
· The three-step procedure lays up a transparent framework for change management and permits a methodical and controlled rollout (Harrison et al., 2021).
Negative aspects:
· Errida and Lotfi (2022) argued that the model's linear development may simplify the intricacies of real-world change too much, particularly in dynamic situations such as the one in which the firm works.
· In a cooperative setting where member engagement is paramount, the model may fall short in directly addressing the complexities of managing opposition to change.
2. Kotter's model of change
For organisations undergoing transition, “Kotter's eight-step plan” provides a thorough framework. Wentworth et al. (2020) stated that in order to implement change, one must first establish a feeling of urgency, then build a strong coalition, formulate a vision for the future, communicate that vision, enable widespread action, achieve immediate successes, build on those successes, create even more change, and last, embed the new ways of thinking into the culture.
Application to “The Cooperative Group”
· Creating a sense of urgency: This is an opportunity for “The Coop” to highlight the importance of digital transformation and enhanced agility while also communicating the critical nature of reacting to external threats.
· Forming a powerful coalition: Bringing together an alliance of internal and external important stakeholders, including members, to propel change within the company (Toor et al., 2022). With this coalition's varied viewpoints and backing, the transformation projects might be a success.
· Creating a vision for change: It is necessary to create an inspiring plan for “the Coop's” future that takes into account cooperative principles and the difficulties of operating in a volatile, uncertain, complex, and ambiguous (VUCA) environment.
· Communicating the vision: The company needs to ensure that all stakeholders understand and support the vision by effectively communicating it to them. In a cooperative, where participation from members is key, this is an essential stage.
· Empowering broad-based action: It is required to give the Coop staff and members what they need to realise the vision by making sure they have access to the resources they need. One way to do this is by instituting training programmes and giving teams more agency in driving change.
· Generating short-term wins: The firm will gain momentum and show the advantages of change by celebrating little triumphs (Wentworth et al., 2020). This might include highlighting Coop's environmental efforts or successful digital projects.
· Consolidating gains and producing more change: The company has to take advantage of the momentum to make even bigger changes. This phase entails expanding upon earlier achievements in order to further revolutionise Coop's operations and procedures.
· Anchoring new approaches in the culture: Aligning the modifications with the cooperative ideals will ensure that they get ingrained in Coop's culture. Embedding the changes into the fabric of the organisation is the next phase.
Positive aspects:
· Kotter's methodology is well-suited to cooperatively structured organisations like “the Coop” since it tackles several facets of change, including cultural transformation.
· Interaction is the main focus, which is in line with the cooperative idea of being open and honest with one another.
Negative aspects:
· “The eight-step procedure” could be difficult to execute, particularly in a cooperative that uses a participatory decision-making structure.
· “The Coop” may have difficulties in meeting the model's demands for time and resources due to its resource intensity, which may vary with the organization's size and financial capabilities (Toor et al., 2022).
3. Pettigrew model of change:
Organisational transformation is greatly impacted by context, according to the Pettigrew Model. The four steps are as follows: evaluating the situation, selecting a strategy, putting that strategy into action, and finally, evaluating the result. Successful transformation, according to Pettigrew, requires an appreciation of context, and organisations must be flexible enough to respond to changing conditions (Pettigrew et al., 2023).
Application to “The Cooperative Group”:
· Context assessment: A comprehensive review of Coop's internal and external environments might be the first step. Learning about the cooperative's guiding values, members' expectations, current developments in the business, and the effects of outside forces like the pandemic are all part of this process.
· Strategic choice: The company would make strategic decisions on the course of action based on the results of the context analysis. Determining the extent to which digital transformation, sustainable practises, and other strategic endeavours are to be pursued may fall under this category.
· Implementation: The selected tactics are put into action during the implementation phase. This can include rethinking how “the Coop” engages its members, using new technology, or changing how the company does business (Booth et al., 2023).
· Outcome: The last step is to assess how the modifications turned out. The company would determine whether the adjustments made are in line with the strategic decisions if they satisfy the expectations of members and stakeholders, and if they help the cooperative to remain sustainable in the long run.
Positive aspects:
· The approach is in line with cooperative ideals that stress democratic governance and member engagement as it acknowledges the significance of knowing the specific context of an organisation (Pettigrew et al., 2023).
· Businesses like “The Coop”, which operate in ever-changing contexts, benefit from a focus on constant adaptability.
Negative aspects:
· Organisations that want a more organised approach to change may find the model problematic due to its lack of prescribed procedures, however, it does provide a framework.
· Poor or missing information in the first context assessment might cause poor strategy decisions and execution (Booth et al., 2023).

[bookmark: _Toc152089355]2.2 Suitable change management model of “The Cooperative Group”
It was determined that “Kotter's model of change” is the most appropriate change management model for “The Cooperative Group” based on a critical evaluation of three models: “Lewin's model”, “Pettigrew's model”, and “Kotter's model of change”. With its thorough and organised approach, Kotter's methodology is a good fit for “The Cooperative Group's” complicated needs for change. When it comes to adapting to the volatile, uncertain, complex, and ambiguous (VUCA) business climate and keeping a competitive advantage, the model's focus on interaction, management, staff involvement, and short-term victories is spot on.
The strategic transformation activities of the company may be greatly aided by using Kotter's paradigm in the following ways:
· Establishing a sense of urgency: The organisation may keep informing employees about the external difficulties and the need to adapt via several channels including staff discussions, town hall discussions, and internal interactions.
· Building a strong guiding coalition: The current strong leadership team may be given more authority to express a distinct future vision, communicate clearly, and handle any opposition to change (Tang and Tang, 2019).
· Creating a shared vision: In order to foster unity among its members, staff, and other stakeholders, the organisation may keep working on and sharing an inspiring vision for its future.
· Gaining buy-in via communication: The organisation may maintain its dedication to good communication by making use of various channels, promoting input from employees, and quickly responding to any inquiries or problems.
· Empowering employees for action: Providing workers with the necessary training, tools, and decision-making power allows the organisation to foster a culture of empowerment. This empowers employees to actively participate in change projects and ensures their success.
· Generating short-term wins: A great way for a business to generate short-term victories is to celebrate and promote early triumphs (Errida and Lotfi, 2022). This way, workers may feel appreciated and motivated, and the firm can keep moving forward.
· Sustaining acceleration: To make the improvements permanent, the business may incorporate them into its culture, procedures, and systems; this will make them the standard operating procedure.
· Anchoring the changes: In order to solidify the alteration in the company's culture, it is important to keep recognising and rewarding individuals who have played a part in the change process (Galli, 2019). This will reinforce the desirable behaviours and help to anchor the changes in place.
Based on the circumstances, it can be concluded that “The Cooperative Group's” organisational environment and change demands are met by Kotter's model of change, which offers a thorough and organised approach. With the model's guidance, the organisation may accomplish its goals for strategic transformation while thriving in a volatile, uncertain, complex, and ambiguous (VUCA) business climate.


[bookmark: _Toc152089356]Section 3- Proposal and Implementation of Change Strategy

[bookmark: _Toc152089357]3.1 A change management plan (step-by-step process) of “The Cooperative Group” & its leadership styles for implementing strategic change
Change management plan
The required action for the change management plan is given in the following.
1. Evaluating the situation:
· Leadership style: “Transformational leadership”
· Rationale: The rationale for this is that “The Cooperative Group” is in need of leaders with vision who can encourage and excite staff and members throughout the transformation. An organisation's future success depends on its leaders' ability to inspire a shared sense of purpose, motivate their followers to work together towards a common goal and convey the critical nature of the change that is needed (Toor et al., 2022).
2. Building an effective coalition:
· Leadership style: “Democratic” and “Inclusive leadership”
· Rationale: Leaders should include a varied coalition of members and stakeholders in decision-making, given “The Coop's” cooperative structure. This all-encompassing strategy promotes a feeling of belonging among coalition members and guarantees that the group reflects diverse viewpoints (Pettigrew et al., 2023).
3. Creating a vision for change:
· Leadership style: ‘Visionary leadership”
· Rationale: In order to tackle the problems posed by the outside world and stay true to cooperative principles, leaders need to provide a compelling vision. The ability to articulate this vision clearly is a hallmark of visionary leaders, who are able to instil optimism and commitment in their teams (Jami Pour and Hosseinzadeh, 2021).
4. Communicating the vision:
· Leadership style: Leading with openness and transparency
· Rationale: The rationale for this is that openness is a cornerstone of good cooperation. It is important for leaders to be transparent about the change's rationale, goals, and anticipated advantages. By using this route, the organisation can make sure that everyone is in the know and that trust is established.
5. Fostering systemic change:
· Leadership style: “Servant leadership”
· Rationale: The welfare of one's team members is the first priority for servant leaders. Encouraging members and staff to take an active role in driving change is what this entails in a cooperative setting (Mansaray, 2019). Leaders should make sure their members have all they need to participate successfully, including the resources, tools, and support they need.
6. Generating short-term wins:
· Leadership style: “Inspirational leadership approach”
· Rationale: Motivating leaders know how to properly commemorate little wins and major achievements. In order to gain momentum and keep the confidence that good change is possible, it is helpful to acknowledge and celebrate short-term victories.
7. Securing progress and generating additional transformation:
· Leadership style: “Adaptive leadership”
· Rationale: Leaders in a VUCA world need to be quick to change and adapt to new problems as they arise. Adaptive leaders may drive collaboration towards greater change and make required modifications to take the organisation through the consolidation phase (Hughes and Wearing, 2021).
8. Anchoring new approaches in the culture:
· Leadership style: Transformational
· Rationale: In order to permanently alter a collaborative culture, it is necessary to exert consistent effort. Through their exemplary leadership, constant reinforcement of innovative techniques, and alignment with cooperative ideals, transformational leaders have the power to shape organisational culture (Amis and Greenwood, 2021).
Change management activities
Symposiums on engaging members: The firm will gather members for seminars to get them involved in making the change. In order to get everyone's thoughts, address everyone's worries, and make sure the strategy adjustment is in line with cooperative values, use participatory approaches.
· Digital literacy training: Members and workers should be enrolled in digital literacy programmes. To guarantee a seamless shift to digital platforms and technologies, work together with specialists in the field of technology.
· Approach to communication: In order to keep members and workers informed about the success of the change project, it is important to develop a complete communication plan that includes frequent updates, town hall discussions, and digital media (Jami Pour and Hosseinzadeh, 2021).
· Pilot programs: The firm will launch test runs of innovative digital projects or eco-friendly procedures. It will also keep an eye on the results and assess them to indicate how the adjustment is paying off and to highlight any rapid victories.
· Feedback mechanism: In order to get members and staff's thoughts on the changes that are happening, set up a feedback system. Methods such as periodic feedback meetings, suggestion boxes, and questionnaires may help with this.
· Awards and recognition: it will create ways to acknowledge and reward people for their efforts throughout the transition process (Mansaray, 2019). It is consistent with the cooperative concept of member involvement to acknowledge and recognise contributions.
· Ongoing Assessment: The company will incorporate evaluations into a regular schedule to examine the results of the change projects. To do this, it is necessary to examine pertinent measures, such as key performance indicators and member satisfaction surveys.
· Training and development programs: To help members and staff grow professionally, the firm will provide programmes that last a long time. That way, the cooperative can be certain that its members will be well-prepared to adapt to new circumstances and make meaningful contributions.
Monitoring and Evaluation
· Measuring KPIs: The firm will set up key performance indicators for things like financial success, sustainability measures, member involvement, and digital adoption. Then, it will keep an eye on these metrics and evaluate their performance on a regular basis to see how well the change efforts are working.
· Surveys for Members and Staff: Members and workers may provide their thoughts on the transition process via questionnaires that are sent out at regular intervals (Amis and Greenwood, 2021). It will make changes and resolve any issues based on this input.
· Adaptation strategy: The firm will come up with a proactive plan for adaptation so Coop can deal with unexpected problems. As part of this process, it is important to monitor developments such as new regulations, market trends, and opportunities.
Communication and Transparency
· Ongoing information: The firm will keep the membership up-to-date via the cooperative's website, social media, and newsletters. It will also make sure that everyone is up-to-date on the project's status and future achievements.
· Open forums: The firm will set up town hall gatherings or open forums so members may speak with leadership face-to-face, share ideas, and ask questions (Mansaray, 2019). This is in line with the democratic member control concept, which is a cooperative principle.
· Two-way communication: The firm will get the members' input by setting up a system of two-way communication. To foster trust and transparency, promote open communication and respond quickly to complaints.
Risk Management
· Locating potential risk: The firm will find out what may go wrong by doing a comprehensive risk assessment. This necessitates thinking about both the internal and external elements that may affect how well the transformation efforts go.
· Emergency Preparedness: it will make backup strategies for the hazards that have been identified (Hughes and Wearing, 2021). Having backup plans, channels of communication, and resources to deal with unexpected problems is an important part of this.
· Regular risk reviews: “The Coop” will establish a routine for evaluating the risk environment. As a result, the firm will be able to respond quickly to new information and maintain its flexibility.
[bookmark: _Toc152089358]2.2 The probable impact of the implementation of change strategy on the culture of this company
There will be noticeable changes to the company culture as a result of “The Cooperative Group's (Coop)” transformation plan. As a cooperative, the company has its own distinct culture based on shared values including community service, democratic decision-making, and the active involvement of all members. To guarantee alignment and effective integration, a thorough comprehension of these cultural aspects should precede any strategy change. 
· Prioritising member involvement:
· The current culture of the cooperative is based on the idea that all members should actively participate and be involved. Everyone has a voice in the cooperative's decisions and feels like they own a piece of it.
· The plan for the change needs to strengthen and, ideally, improve participation from members. To maintain a democratic and inclusive cooperative culture, new digital platforms or projects should be created to allow for even more direct engagement (Jami Pour and Hosseinzadeh, 2021).
· Digital transformation:
· In the past, the company may have worked together informally at community events and via other forms of grassroots involvement.
· Members' and workers' interactions may change as a result of digital transformation. The use of in-person gatherings might decline as virtual platforms gain traction (Amis and Greenwood, 2021). The cooperative mentality may persist even as society adapts to modern communication technologies.
· Dedication to sustainability:
· In light of its cooperative ideals, the firm’s current culture probably places an emphasis on ethical and environmentally friendly practices. Some members may be very committed to promoting green causes.
· The transformation plan will fit in well with the current culture if it includes a greater dedication to sustainability, which will have a positive impact (Pettigrew et al., 2023). This has the potential to deepen the connection with members who share similar beliefs and boost the cooperative's image as a socially responsible organisation.
· Working together:
· In today's culture, people tend to work together and make decisions as a group. The objective of the cooperative can only be achieved via the combined efforts of its members and staff.
· Any plan to implement a change, particularly one that calls for the formation of cross-functional teams or the use of collaborative platforms, should stress the importance of teamwork. Connecting with the cooperative's spirit, an atmosphere that promotes collaboration becomes important for effective implementation.
· Innovation and creativity:
· The company have always been known for their reliability and the assistance it provides to its communities, but there may be ways to foster a more innovative spirit.
· A more inventive culture may emerge as a result of the transformation if creative practices are part of the change plan (Waddell et al., 2019). Integral to the culture of the cooperative may be the promotion of innovative contemplating, experimentation, and openness to new ideas.


[bookmark: _Toc152089359]Conclusion and recommendations

In the face of the “COVID-19 epidemic”, digital upheaval, and persistent economic instability, “the Cooperative Group” has shown to be remarkably resilient and adaptable. The capacity to adapt to change and come out stronger is largely attributable to the company's dedication to innovation, employee involvement, and fundamental principles.
The following suggestions may help The Cooperative Group improve its change management skills and prepare for future success in a volatile, uncertain, complex, and ambiguous (VUCA) environment:
· The firm might raise the bar on staff interaction to keep them apprised of the reasoning for, and developments around, change projects. Openly sharing information with staff and promoting frequent feedback loops may increase transparency.
· In order to keep up with the ever-changing technology, procedures, and market circumstances, it is essential to consistently put money into training and development programmes for personnel. Prioritise training workers in change management abilities like flexibility, creativity, and teamwork.
· It might encourage staff to be open to new ideas, try out different strategies, and question established norms in order to foster an atmosphere of constant growth and creativity. It might also put effort into making things so that people feel safe enough to try new things, take calculated risks, and see setbacks as stepping stones to success.
· The firm might consider reorganising the company's structure to make it nimbler, adaptable, and quick to respond to new circumstances. It can reduce centralised decision-making, strengthen cross-functional teams, and eliminate silos. It might also consider using agile approaches like Scrum or Kanban to better manage projects involving change.
· The company might use data analytics to learn more about the mood of employees, current market conditions, and how the change efforts are affecting things. It might help in making data-driven choices and making change management tactics more successful. It can also make an effort to help the employees become data literate so they can understand and use data to make better decisions.


[bookmark: _Toc152089360]References
Amis, J.M. and Greenwood, R., (2021). Organisational change in a (post‐) pandemic world: Rediscovering interests and values. Journal of Management Studies.
Booth, L., Santos, J.A., Hoek, A.C., Webster, J. and Pettigrew, S., (2023). Population Subgroups at Risk of Unhealthy Changes in Food and Beverage Consumption During COVID-19 Lockdowns. International Journal of Behavioral Medicine, pp.1-6.
Chawviang, A. and Kiattisin, S., (2022). Sustainable Development: Smart Co-Operative Management Framework. Sustainability, 14(6), p.3641.
Errida, A. and Lotfi, B., (2021). The determinants of organizational change management success: Literature review and case study. International Journal of Engineering Business Management, 13, p.18479790211016273.
Galli, B.J., (2019). Comparison of change management models: similarities, differences, and which is most effective?. R&D Management in the Knowledge Era: Challenges of Emerging Technologies, pp.605-624.
Hajiali, I., Kessi, A.M.F., Budiandriani, B., Prihatin, E. and Sufri, M.M., (2022). Determination of work motivation, leadership style, employee competence on job satisfaction and employee performance. Golden Ratio of Human Resource Management, 2(1), pp.57-69.
Harrison, R., Fischer, S., Walpola, R.L., Chauhan, A., Babalola, T., Mears, S. and Le-Dao, H., (2021). Where do models for change management, improvement and implementation meet? A systematic review of the applications of change management models in healthcare. Journal of healthcare leadership, pp.85-108.
Hughes, M. and Wearing, M., (2021). Organisations and management in social work: Everyday action for change. Sage.
Jami Pour, M. and Hosseinzadeh, M., (2021). An integrated framework of change management for social CRM implementation. Information Systems and e-Business Management, 19(1), pp.43-75.
Kaivo-oja, J.R.L. and Lauraeus, I.T., (2018). The VUCA approach as a solution concept to corporate foresight challenges and global technological disruption. foresight, 20(1), pp.27-49.
Mansaray, H.E., (2019). The role of leadership style in organisational change management: a literature review. Journal of Human Resource Management, 7(1), pp.18-31.
Pettigrew, A., Whipp, R. and Rosenfeld, R., (2023). Competitiveness and the management of strategic change processes. In The Competitiveness of European Industry (pp. 110-136). Routledge.
Pettigrew, C., Soldan, A., Wang, J., Wang, M.C., Arthur, K., Moghekar, A., Gottesman, R.F. and Albert, M., (2020). Association of midlife vascular risk and AD biomarkers with subsequent cognitive decline. Neurology, 95(23), pp.e3093-e3103.
Sharman, N., Wallace, C.A. and Jespersen, L., (2020). Terminology and the understanding of culture, climate, and behavioural change–Impact of organisational and human factors on food safety management. Trends in Food Science & Technology, 96, pp.13-20.
Statista (2023) Topic: The co-operative Group, Statista. Available at: https://www.statista.com/topics/3705/the-co-operative-group/ (Accessed: 28 November 2023). 
Tang, K.N. and Tang, K.N., (2019). Change management. Leadership and change management, pp.47-55.
The Guardian (2023) Co-op expects fall in profits amid ‘turbulent economic headwinds’, The Guardian. Available at: https://www.theguardian.com/business/2023/apr/05/co-op-expects-fall-in-profits-turbulent-economic-headwinds (Accessed: 28 November 2023). 
Toor, J., Du, J.T., Koyle, M., Abbas, A., Shah, A., Bassi, G., Morra, D. and Wolfstadt, J., (2022). Inventory optimization in the perioperative care department using Kotter's Change Model. The Joint Commission Journal on Quality and Patient Safety, 48(1), pp.5-11.
Waddell, D., Creed, A., Cummings, T.G. and Worley, C.G., (2019). Organisational change: Development and transformation. Cengage AU.
Waring, T. and Lange, T., (2019). Do the ‘co-operative principles’ constitute institutional adaptations.
Webster, A., Wilson, J.F. and Wong, N.D., (2021). Commerce with a bit of ethics or ethics with a bit of commerce? The conundrum of British consumer co-operation 1863-1990. Journal of Management History, 27(3), pp.318-338.
Wentworth, D.K., Behson, S.J. and Kelley, C.L., (2020). Implementing a new student evaluation of teaching system using the Kotter change model. Studies in Higher Education, 45(3), pp.511-523.
26

image1.png
Prifysgol Cymru
¥ Drindod Dewi Sant

University of Wales
Trinity Saint David




