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[bookmark: _Toc179535004]INTRODUCTION
For any organisation, change management plays a very significant role as it provides serval advantages to the organisation (Castiglione, 2021). In the current business environment, there are several upgradations such as globalisation, technology, competition and many more, which force the organisation to manage a regular change within the structure. With the help of prioritising effective changes within the organisation, the management can assure effective adaptation of external upgradation. Although, change within the organisation is a core component for organisational growth, yet it is highly essential to manage the changes in a strategic manner. With the help of prioritising various theories, models and implications, the organisation in various sectors can practice strategic change management and can generate potential results. This report will provide a detailed understanding about the concept of change management in an organisation by observing the working strategies of Lloyds bank, UK. It a leading banking group, which provides finance related services to its customers. It prime focus is to provide financial services to the retail customer and individuals for commercial sector. It will provide a detailed understanding about effectiveness of strategic change management by using VUCA model and will analyse the external reason for the change management within the organisation. It will also evaluate various change management models to enhance the understanding. This report will also cover various factors related of organisational culture that affects change management in Lloyd’s bank.
[bookmark: _Toc179535005]The recent history of the organization
Lloyd’s baking commenced in 1765 as Taylors & Lloyds in Birmingham. It was founded by John Taylor, Sampson Lloyd, and their two sons. Sampson and John were already well-known and established businessmen before they commenced with setting up Birmingham first bank. Lloyds Banking Group is making an investment of £3.35 billion in technology and staff in order to enhance its digital services (Lloyd’s banking group 2024). As a result, the company has announced that it is eliminating more than 6,000 current positions as well as leading to 8,000 new jobs leaning towards digital technologies. The move represents the increasing shift towards provision of digital service by the biggest banking firms across the world, along with the transactions amount in high-street banks declining and those increasing online.
Lloyd’s baking is experiencing an alteration from being established as physical branches to leveraging big data and information technology (IT) combined with highly expertise human capital. Before the commencement of this transformation, bank and markets had become tangled, with an increased percentage of conciliatory tasks based on market (Naimi 2022). Lloyd’s banking group faced increased competition from other intermediaries, which were highly digital in their central businesses, including payment and advisory services. A variation in the utilization of technology in budding new business models and services has been relating with the emergence of the FinTech sector, which can be gone through as the leverage of advanced information as well as automation technology in services relevant to finance. The pace of acquisition of the various new digital technologies and of the attainment of users aligned to them has noticeably quickened. In addition to this, the key change is now emerging from digital disruption of the sector, which is going serving with outmoded legacy technologies and overextended networks of branch to provide the service standards that new competitors can offer. In current era, customers have innovative expectations of service in relevance to user friendliness of the transparency and interface (Wewege 2020). 
It can be observed that digital technology may have a great influence in terms of increasing contestability and competition of Lloyds baking group. The operations of the company will shift towards a customer-centric platform-based model along with restructure incumbents. This digital disruption facilitates the potential to enhance efficiency with access to innovation, improved supply diversity, and an advance competitive financial system that capitulate market extension expanding financial inclusion. This commotion will lay pressure on the incumbents’ margins, perhaps resulting in high risk taking, and will commence a competition to detain the rents in this sector (Borges 2020).
The Lloyds baking group performs multiple essential functions that directly contribute to the economy. The key activity among these consists of transformation at maturity and provision for liquidity leading to short term deposits and long-term loans. This function is going along with the screening of opaque loans that would have difficulty being funded with help of the market. Multiple sources of risk have taken rise with the emergence of BigTech and FinTech firms into the banking sector (Choi 2023). To the amount that the entry of these firms decreases the profitability of this banking group, it may take extreme risks to balance the downward pressure on their revenues. In fact, the answer of regulators to the growth in contestable statement and increased risk taking may be to lift prudential requirements of the banks, which in response may elevate the incitements to go around regulation and encourage a rise in reflective bank activity. The outcome would be a self-feeding rise in reflective bank activity exterior the regulatory perimeter. 
When talked about economic challenges that banking group has to experience was rising inflation as consumer spends less when the prices of any goods or services increases. In addition to this, businesses’ recent Recovery Tracker that measures variables including output, orders and employment represented that produces all across the country have put up with the brunt of increases in energy, shipping and costs of raw material. Despite some of the UK sectors observed strong growth in March, the gap between the producing and service sector output evidence is the largest it has been since the year 2009 (Son, 2020).
[bookmark: _Toc179535006]VUCA analysis 
The “V” in the VUCA represents Volatility. It is basically related and linked with the speed of progression in the business, market and so on. Volatility results in the chance of failure or adversity. The more changeable the world is, the more and rapidly things get changed. The manner in which banks compete, addresses client’s behaviour, political and administrative environment are shifting and varying constantly which the business care for. That is the reason behind Brexit delivered instability and volatility in the monetary markets
The “U” in the VUCA restriction refers to Uncertainty. It essentially means a lack of consistency in certain events and issues. The more doubtful the world is, the more difficult it is to foresee. It is fundamentally a term leveraged to portray a situation featured by a lack of knowledge relating to whether a situation is momentous sufficient to comprise a meaningful cause. In reference to the Lloyds Banking Group, the events such as COVID-19 pandemic, increase in interest rates, shortages of energy, global conflict as well as political crises resulted in uncertainty in financial markets. This uncertainty leads investments to go up and drop more roughly (Koont 2024).
The “C” in the VUCA stands for Complexity. Complexity refers to the number of variables and factors that bank need to consider, their variety, and the interactions and relationships between them. The astonishing the world is, the more complex it is to investigate. Result of this political factor will be administrative, practical, business, and enthusiastic. Along with this, all outcomes will edge together forming the whole a kind of never seen hotchpotch. Lloyds Banking Group (LBG) has been experiencing an essential transition, both in terms of acquisition of Halifax Bank of Scotland in the year 2009 and pacing with the financial crisis (diginomica 204). A huge part of this changeover has concerned about working to make simpler its business processes to not only become the “top bank for customers”, but to also prepare for starting its function in a digital and innovative age.
The “A” in the VUCA stands for Ambiguity. Ambiguity refers to a lack of clarity regarding the ways to interpret something. The more unclear the world is the complex it is to understand. Lloyds Banking Group (LBG) is the huge commercial and retail bank in the UK, serving to more than 22 million customers. Subsequent to the period of enormous ambiguity and inspection brought by the financial crisis in the year 2008 LBG required to innovate and modernise to stay as a key competitor in the market (business culture awards 2024). 
[bookmark: _Toc179466573][bookmark: _Toc179535007]Critical Evaluation of Change Management Model
Change is an unavoidable part in every kind of organisation. However, it is difficult to keep all the individuals interested in the organisation on the same page. Lewin’ Change Management Model can be an effective strategy that can be helpful for the organisations to adapt with the ongoing changes (Mtdtraining.com, 2023). This model was established by Kurt Lewin studied in the field of human behaviour along with group dynamics. There are three stages involved in this model which defines the way people react to a situation. The first stage that is, unfreezes stage focuses on changing the existing behaviours of the people and making them ready to adapt to the new change. It is the most complicated stage. In the change stage, the organisation starts making changes in their teams by communicating the plans by giving reasons for making decisions. In the last stage that is, refreezing, the team members already get comfortable with the change. In this stage, all the measures are taken to make the new change familiar to the people by providing them training or taking feedback from them. This model is simple as well as easy to understand. This model is based on the psychology of humans. This model helps in accomplishing sustainable as well as long-term objectives. It gives more importance to real people along with their responses which helps in achieving team bonding. But some authorities feel that this model overgeneralises the changing behaviour of humans. It is argued that the three stages in this model may not be sufficient for appropriate change management. This model is complex as well as time-taking due to which it may not be suitable for short-term projects.
Kotter’s 8-Step Change model can also help the organisations in overcoming the obstacles in the path of implementation of changes (Whatfix.com, 2019). It enables the organisation to speed up the organisational change by way of adequate planning, activating employees, and eradicating friction along with introducing change in the organisational culture. This model was introduced by John Kotter. The implementation of this model is easy as it provides an evident explanation of the complete change procedure. It focuses on the participation as well as tolerability of the employees by establishing a guiding alliance. There are various issues that are observed in this model. It immensely focuses on forming urgency but the model lacks details thereby increasing the chances of ambiguity. This model is in sequence and time-taking. If any steps get missed, then it can result in making the whole change management process astray.
Mckinsey 7S Model is a change management model which contains seven components that are interconnected and variations in any component can impact the overall change management process (Wallstreetmojo.com, 2024). These components are structure, staff, style, shared values, skills, systems and strategies. It helps in undertaking strategic decision-making and addressing the organisational problems. This model thoroughly considers several aspects which are affecting an organisation. This model is helpful in recognising potential gaps which is leading to misalignment. But giving attention to all the seven elements can be complicated and personal biases may ruin the change management. It consumes enormous amount of time as well as resources. This model may omit market dynamics along with external factors.
 Due to constant technological advancements, Lloyd’s banking adapted various strategic changes in order to adapt to latest technologies (Chaimaa, Najib and Rachid, 2021). These strategic changes are introduction of online payment systems, artificial intelligence as well as establishment of digital banking. While establishing these changes, the organisation faced various issues in the form of resistance from employees as well as stakeholders. As the employees were comfortable in their daily routine works and were disregarded by the thought of strategic change. They felt that they may lose their jobs after the introduction of artificial intelligence which resulted in reduced motivation which impacted their overall productivity. Lloyds Banking also faced resilience from its stakeholders as adapting technological innovation was not an easy task (Rahman, 2023). It required immense amount of time, efforts as well as finance. For adapting digital banking, it required introduction of various technological equipment and need to establish a well-developed team of tech enthusiasts. All these procedures required enormous time and resources due to which the stakeholders felt that their profitability would be negatively impacted. To overcome these issues, the organisation utilised various strategies in the form of providing clear descriptions regarding the technological innovations (Chauhan, Akhtar and Gupta, 2022). It conducted a meeting and invited all the stakeholders who are interested in the operations of Lloyds Banking. It gave them complete details of the upcoming project along with the timeline and budget. By making the stakeholders understand regarding the benefits as well as necessity of innovation to survive in the current scenario, the company was able to gain the approval of its stakeholders. For receiving the support from employees, the company provided them guarantee that the introduction of artificial intelligence and digital banking would not result in lay off. The organisation ensures that timely training programs would be held so that they can easily understand the technological changes. The organisation further invited suggestions from the employees regarding the strategic changes and made them feel welcomed. It therefore helped the organisation in overcoming the resilience from its employees.
Lloyds Banking utilised transformational leadership by which it encouraged and inspired employees to modernize and cultivate new ways to progress therefore making it easier to meet organisational success (Greimel, Kanbach and Chelaru, 2023). By using this leadership style, the company recognized the business procedures that are not working efficiently and focused on streamlining it. This helped in encouraging the employees’ thereby boosting their productivity. When the employees felt motivated, the atmosphere around the workplace become positive due to which it was able to meet its objective of employee’s retention. All the employees within the organisation were treated equally due to which there was no chance of biasness within the organisation. Clear goals were the main motive for using this style. When the employees and management have clarity regarding the organisational goals, they perform their best for achieving the organisational objectives.
[bookmark: _Toc179535008]Current state of the company
Form last 320 years, Lloyd’s bank has given a significant support to Britain by providing financial accessibilities. In the current times, this organisation helps various business and entrepreneur in growing organization. This organization effectively prioritises the needs of the customers and communities by providing sustainable returns from a longer time-period. The core objective of Lloyds bank is to create new opportunities and shape the financial accessibilities of the commercial sector in UK. In the current time’s this organisation is having about 2.2 million shareholders including the employees and is having 66000 colleagues. Although, the organisation is having a good reputation in the business market, yet various factors are acting as a major challenge for the organisation. Due to rapid change in the technical advancements, it has become highly challenging for the organisation to manage a smooth flow of internet banking and digital transaction. Due to ineffective management of technical resources, satisfying the digital comfortability of the customers is becoming challenging for the organisation. For the organisation like Lloyd’s bank, it is very important that it should adopt digital changes for better customer services. It has been observed that ineffective management of such implications is affecting the brand value of the organisation and degrading its overall reputation. Therefore, it is very essential for Lloyd’s bank to manage the changes within the organisation to assure effective growth in implementing. Such changes will give several benefits to the organisation and will sustain its growth and profitability. 
[bookmark: _Toc179535009]Impact of organisation culture on change management practices
As per the observation of the working and management of Lloyds bank, several factors affect the change management practices in an organisation (Jones, 2021). One of the major factors is organisational culture. The term organisational culture refers to the set of values, beliefs, system and rules that manages employee behaviour in an organisation. The culture that an organisation reflects critically drives the effectiveness of change management and assures work productivity. Below mentioned are some of the major factors of organisation culture that drives change management:
Drive employee interest towards change-It has been observed that organisation culture drives employee interest for the changes. With the help of strong organisation culture, the company reflects positivity towards organisational changes, which eventually influences the employees to generate higher interest in adopting the change. With the help of providing effective employee support, the organisation can effectively manage positive organisational culture and can support implementation of strategic change management practices. Therefore, for any organisation like Lloyd’s bank, it is very essential to manage positive and creative organisational culture
Accelerates innovativeness in change- Innovative ideas and process at the time of manging the change assures higher work performance of the employees and leads to effective adaptation. Effective organisational environment also supports the employees to accelerate innovation while implementing change. The supportive and encouraging nature of organisational management allows the employees to give the best in adopting the change and generating higher productivity form it. Such factors influence the employee to give potential feedback for the change and generate innovative ideas related to change management processes. 
Manages the speed of adapting- positive nature of organisational culture also allows the employees to adopt the changes in an efficient manner. It has been analysed that diverse and positive nature of organisational culture supports employee satisfaction, strategies like reward giving and growth appreciation (Weiner, 2020). With the help of such implications, the organisation can support the employees in adapting the change. Work culture that enthusiastically supports appreciating and rewarding employees eventually enhances the better implications of organisational changes. Positive organisational culture appreciates the quick adopters and provides them financial and non-financial benefits. This influences the employees to adopt the changes in an effective manner and assures organisational growth. 
Manages employee engagement- With the help of ethical work culture, the organisation successfully manages to enhance employee engagement. With the help of various skills development and employee engagement programs, the organisation can enhance various skills within the employees, which can help them to generate higher productivity from them. Such factors not only enhance the skills within them but also manage to satisfy the needs and references of the employees and allow them to generate higher engagement while analysing and adapting the change. 
Sustainable change management plan
For the organisation like Lloyd’s bank, it is very essential to manage the change in a strategic manner that can give higher work productivity (Kotter2021). As per the observation of the above-mentioned theories, it can give an effective guide to the organisation in planning change management. Lewin’s change model can be one of the most impactful models for manging the change in Lloyds bank. This model majorly comprises of three steps. With the help of making a strategic use of these steps, and managing the changes practices accordingly, the organisation can successfully assure implementation of changes in the structure. Below mentioned are the steps of change management plan
Unfreeze: This step will include various stage through which the organization will unfreeze the current organisational structure and practice
Step 1: identifying the change, which can give potential results: This stage will include various research, data analysis and market observation, through which the organisation can analyse the change that it can implement and can enhance the overall productivity if the organisation. 
Step 2: Informing stakeholders about the plan: in this stage, the higher authorities will give a detailed information to the related stakeholders about the change. It will include taking feedback from them about other option that can result in effective productivity. 
Step 3: training sessions for the employees: this is the third stage of the change management plan, which will include the training session and workshops for the employees that are highly responsible for manging the technical and digital devices (Ackerman, 2023). It will develop technical skills with the work force and will helps in manging the sustainable development of the change. It also allows the organisation in informing the employees about the changes. 
Change-This stage includes the strategic implementation of change within the organisation. The change stage also includes several states that the organisation can acquire (Hayes, 2022).
Step 4: Communicating about the date of implementation: This step will provide a detailed information about the implementation of the digital change in the organisation. This stage clarifies the doubts within the employees about the change and prepares them to work as per the changes 
Step 5: Informing new roles and responsibilities: while implementing the change, it is very essential for the organisation to re-inform the new job roles to the employees. With the help of informing such factors, the organisation can assure clear update abut implication process. 
Step 6: Consistent management of the changes: This step is one of the most essential steps while implementing a change. With the help of manging the change on a regular basis, the organisation will effectively assure the gaps in the implementation process and will rectify it in an effective manner 
Refreeze- As per the observation of the theory, this stage includes post tasks of the change management plan. With the help of this stage, the organisation can effectively manage the suitability of the change
Step 7- controlling and monitoring: this stage includes the strategic control over the change process. This will help in identifying the detailed gap in the change and its adaptation in the employees and will resolve them in an effective manner (Errida, 2021). This step will also help the organisation in monitoring the adapting process within the employees and will guide them accordingly 
Step 8- rewards and achievements- with the help of rewarding and appreciating the quick adopters, the management will enhance the speed of change with the organisation. It also develops the motivation within the employees, which eventually helps in future changes. 
[bookmark: _Toc179535010]CONCLUSION 
With completing this report, it can be concluded that the digital disruption of banking assures to lead to a general growth in efficiency and service by assisting to prevail over information asymmetries facilitating a consumer interface which is user-friendly and an increased standard of service, eventually replacing out of date technology. Thus, overall banking sector will move to a customer focused platform-based model. All these variations come with frightening challenges to incumbents, given that they will have to make upgradation in their technological platforms decrease branch overcapacity in the present environment of low profitability and try to arrive at the new service standard by engaging with the new entrants that are impinging on the major profitable business sectors. The report has also found out that BigTech companies will make attempts to control the consumer interface by leveraging their superior data, performing as gatekeepers to the financial products distribution. If this were to take place, present banks would be demoted to product facilitators on platforms they do not engage in controlling. Their operations would be commercialized. Additionally, some banks in advance have recognized this threat and either is facilitating open platforms that may include commodities from other financial service providers or are developing partnerships with BigTech companies.
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