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1. Introduction:
This is a portfolio about organizational change management and this paper will describe the two other context-related models for change management, such as change itself and the concerned management systems. However, change management is a process of three management systems, such as quality, project, and daily work management (VOEHL, 2016). This paper will discuss Kotter’s eight steps change model and Thomas-Kilmann conflict model to effectively change management for Google Inc, as the organization could successfully accept and adopt the change. There will be a proposal of change management with a term of reference that will be described the transformation of strategy, process, technology, and people to enhance performance and ensure the progress of changing environment. In the last part of this portfolio, there will be a writer’s reflection of learning followed by ‘Gibbs reflective cycle’.
2. Company overview
Google's mission statement has described that organization mission as to organise the world’s information and make it universally accessible and useful (Google UK - About Google, Our Culture & Company News, 2021). Google is a new generation of an organization where organizational behaviour can be explained as a highly innovative, fast-paced firm and overall characteristic of the new form of working environment with the high technology industry and knowledge economy (Dekas et al., 2013).  Google bring the employee engagement by giving employee freedom to act, clear job description, performance-based rewards and making employees life easier. 
.      
3. Part A, Kotter’s Eight steps of change
Change is a prevalent influence, and everyone is subject to change one form to another both in social life and organizational life (Mullins, 2005). It has been broadly agreed for decades ‘Change is inevitable regardless of personal or professional (Joseph Galli, 2018). However, in terms of ‘organizational change management’, can be defined as a planned objective to change a company’s running position to the crave goal, alongside the business environment in response to challenges and opportunities (BHATT, 2017). Leadership and change management guru Jhon Kotter (1996), had mentioned 8 common errors for effective change management in the organization such as
· Allowing too much complacency
· Failing to create a sufficiently powerful guiding coalition.
· Not recognize the power of vision
· Communication error for the vision
· Allow the obstacle in front of a new vision.
· Unable to create a short-term win.
· Declaring victory too earlier
· Avoid grabbing the change firmly in the corporate culture.
However, to overcome those errors in effective change management, Kotter (1996) had established a model called the Eight steps to change model and that has shown in figure 1 and table 1 has got a brief process of implementing change.
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Figure 1. Kotter’s 8 steps change model (Kotter, 1996)

	
	Steps
	Descriptions

	1
	Establish a sense of urgency
	Examining the current situation and create urgency for the change is needed.

	2
	Form a powerful coalition
	Establish a cross-functional/cross-level group of manpower with sufficient authority to lead the change.

	3
	Create vision and strategy for change
	Not only create a vision for change but also develop a strategy for achieving that vision.

	4
	Communicate the vision
	Communicate effectively thorough the entire organization about the change vision and strategies.

	5
	Empower action
	Eliminate the obstacle to change, create a structure towards change vision and encouraging risk-taking and creative problem-solving.

	6
	Create short-term wins
	Create and implement a plan for visible short-term wins or improvements. Recognize and reward those, who contribute or make it possible for that short-term win.

	7
	Build on the change 
	Built on short-term wins, using increased credibility to change all systems, structures, policies that might not fit in the first place. Adding more professionals on board for change vision and reinvigorating the change process.

	8
	Make it stick
	Fortify the change by identifying the connection between new behaviour, process, and overall organizational success. Making sure about leadership development and succession. 


 
Table 1. Kotter’s Eight-Step Process for Implementing Change (Kotter, 1996)
The following discussions will be about the Google case study ‘MeGoo’ and the use of Kotter’s 8 steps model in the change process.
3.1 Create Urgency
The issues of sexism and racism have got bigger in Google, so the protest had happened around the world and the employees walk out of their offices. Therefore, the change must need in Google to sustainable workplace culture in the organization. As this is the first step for change and it is so very crucial in terms of co-operation among the employees and management in Google. According to Kotter (1996), these first steps mainly need to focus on, examining the organizational environment and need to recognise the crisis, potential crisis or the major opportunities.  

3.2 Form a powerful coalition.
In the second step, Google needs to build a team with people who have got strong position power, board expatriates and high credibility, and the former must have leadership and management skills.  Also need to create trust by effective communication, planning events and joint activities to develop a common goal.

3.3 Create a Vision for Change.
To quote from Kotter (1996), Google mainly has three reasons to create a vision for change, firstly, clarify the general direction, secondly, motivate the teams to take actions and thirdly, engage the different teams together towards the change. Also, a vision is pulling out the strategies for the change. 
3.4 Communicate the Vision.
Kotter’s (1996) argued that it is never easy to accomplish and communicate towards change or new direction, especially in a large organization like Google, so Kotter’s (1996) emphasis on communicating the vision. Therefore, in this step’s Google must continuously communicate top to bottom about their new vision strategies. 
3.5 Remove obstacle.
To empowering employees for board-based action, Kotter’s (1996) argued organizations must remove the obstacle. In this step, Google needs to identify every single barrier toward the change vision and create a possible solution. For example, employees may need workplace behavioural training and Google need to decide what kind of training, when and cost of training. On the other hand, Google HR (Human resource), may need to eliminate the bureaucratic barrier to act toward the change Vision. 
3.6 Create a quick Win.
To quote from Kotter’s (1996), in this step, besides the long-term goal, Google needs to establish a short-term win that must be visible, unambiguous, and related to the change effort. This short-term win will provide evidence that change is happening, employees get reword and get motivation, vision and strategy identify the correct guideline, blocking the upcoming obstacle, bring the satisfaction of hierarchy and overall build the momentum.    
3.7 Build on the Change.
Kotter (1996), argues that declaring the victory earlier is one of the main reasons for failing the change projects. Therefore, in this stage, Google’s change team need to use the credibility which created by short-term wins to tackle additional and bigger change project, bring onboard additional people, senior management needs to step up on the project and monitor and keep the emergency level high, and identify the unnecessary interdepend and eliminate them.  
3.8 Make it stick.
Finally, Kotter’s (1996) states that anchoring the new approaches in the culture and should be part of an organization. In the last step Google may need to consider few things, such as a) alteration in norms and shared value should be in last, b) adopt the new approach and stick in culture, c) communicate effectively about changed or modified culture and d) change structure according to the new approach and stick on that.
3.9 Limitation of Kotter’s 8 steps change model.
Although Kotter’s (1996), had argued that 8 steps change model is a fully elaborated to the fundamental change for any organization to help with a new and more challenging environment (Appelbaum, Habashy, Malo and Shafiq, 2012). However, implementing the change process in Google may need to consider the following limitation of this model.

3.9.1 A solid approach
According to Kotter (1996), the 8 steps must follow by sequential in the change process otherwise success may compromise. However, skip or not implementing the first step or any other steps make it difficult or impossible to implement the subsequent steps (Appelbaum, 2012). So, Kotter’s 8 steps change model is a rigid approach for any organization including Google Ing. 
3.9.2 All steps are not relevant
Although Kotter (1996) claim that in the change process 8 steps must be followed but all steps may not be relevant for every change or every organization. In terms of Google, problem-solving and change management process, some steps may not appropriate or relevant. For example, handling racism and sexual harassment is a sensitive issue and the change process may need a great deal of secrecy where steps 1 and steps 4 may need significantly undermined.
3.9.3 Unclear how to deal with difficulties.
Although steps 5 are part of removing the obstacle, however, the model is not detailing enough to provide help in any organization or Google’s change management scenarios. In terms of resistance to change and commitment to change, alongside Kotter 8 steps model, may need predictors to determine commitment to change.
3.9.4 Long follow-up process.
It would be a long-follow up process that might be difficult for large organizations such as Google to implement step by step. Overall, Google may find difficulties in the whole process of 8 steps encountered in evaluating the level of implementation.



4 Part B, Thomas Kilmann Conflict Model
According to Dreu and Gelfand (2008), organizational conflict can be defined, an individual or a group perceives various and take opposition from other individuals or groups about the interest and resources, believes, values or daily action that matters to them (Dreu and Gelfand, 2008). It has been claimed by Runde and Flanagan (2013), that conflict in the workplace is bound to occur that have got the dramatic effects on both human life and the organization, so, therefore, effective leaders need to take initiative with accountability to establish a safe and respectful working environment and lead to achieve the business and financial goal (Runde and Flanagan, 2013)
To quat from Thomas and Kilmann (1977), there are five categories of schemes for classifying interpersonal conflict-handling modes which are competing, collaborating, avoiding, and accommodating (Kilmann and Thomas, 1977). In the conflict situation, the behaviour of a person can be described in two basic dimensions, such as a) assertiveness which is the person attempts to satisfy their concern and b) co-cooperativeness, which is the person attempts to satisfy the other person’s concerns. The combination of the two dimensions and Thomas-Kilmann (1977) conflict management modes are shown in figure 2.
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Figure 2. Tomas-Kilmann conflict model (Kilmann and Thomas, 1977)
A brief discussion of the five modes is below.

4.1 Competing
This is a power-oriented mode that is assertive and uncooperative for a person. In this squadron an individual pursues his or her concerns at the other person’s expense, using all over his/her power to win the positions. This is a win-lose process. Also, competing can be defined as standing up for the rights, defending a position that is believed is correct. However, in the case study ‘Megoo’ Google employees are in a position of competing with the management and they globally walk out over sexism and racism in the organization.
4.2 Collaborating
This mode is simultaneously assertive and comparative. Collaborating can happen in conflict management when both parties find a solution that can be fully satisfied the concerns of everyone. This can be identified as a win-win process. Also, collaboration might come from exploring a disagreement to learn from both parties’ insights, resolving some conditions or comforting and find a creative solution for the conflicts. Google employees and management could collaborate and find an alternative solution for the issues.
4.3 Compromising
This is the middle squadron of the model, which is intermediate in both assertiveness and cooperativeness. In this section, both parties need to move their positions to get the objective inconvenient, mutually acceptable solutions where everyone can be satisfied. This can identify as a loss-loss situation. Compromising is in between competing and accommodating, more likely less competing more accommodating. On the other hand, addressing issues more directly than avoiding but doesn’t explore them in as much depth as collaboration. 

4.4 Avoiding
This is the opposite of assertive and cooperative. Avoiding any conflict means it does not immediately pursue other concerns. Even though avoiding conflict sounds like not the solution but in some cases it is helpful. For example, not engage with unimportant or not urgent issues, avoid troublesome people. However, avoiding might seems like diplomatically sidestepping an issue but it may postpone an issue until a better time or withdraw from a threatening situation.
4.5 Accommodating
This squadron in the model is unassertive and cooperative, where a party concern about others rather than themselves, it is the opposite side of competing. It can be saying loss win situation, where is an element of self-sacrificing in this mode. It more likely to obey another person’s view, regardless of the party like it or not.
Table 2 has briefly shown the implementation of Thomas -Kilmann model for each squadron in the Google MeGoo case study conflict management in terms of action, benefit, cost, skills, and important task to the relationship.

	Action
	Benefit
	Cost
	Skills
	Impotence:
Task to relationship

	Competing 

	Imposing decisions
	Asserting Google’s positions 
	Strained more working relationships in the organization.
	Imposing a decision enforcing standard 
	Very high

	No concession or hard bargaining
	Could be a quick win
	Employee’s motivation and initiative will be decreased
	A warning could be better than threats. 
	Very high

	Collaborating

	Combined insights in the higher understating.
	High-quality decisions are beneficial for both parties.
	Time and energy are required. 
	Understanding both employees and organizational concerns.
	High

	Bing together win-win situation by the commitment and consensual decision.
	Effective communication and commitment strengthening relationships.
	Psychological demand requires for both parties.

	Need to firm in the collaborations process 
	High

	Compromising

	Soft bargain and soft approach towards the conflict
	Maintaining a good relationship with employees. 
	Sacrificing organizational concern and possible sub-optimal solutions.
	Moving from conflict by making partial concessions or focusing on fairness.
	Low 

	Avoiding

	Not engaging with complex issues.
	Saving time and cost for conflict management
	Ignoring working relationships
	Avoid the situation without being evasive.
	High

	Postponing the mutual discussion
	Waiting for more favourable conditions 
	Downfall the communication and decision making
	Need to break the concerns level of employee’s
	High

	Accommodating

	Take actions more on employees concerns
	Restoring the harmony towards employees 
	Sacrificing organizational concerns
	Considering demand gracefully.
	Very low

	Obeying employee’s authority 
	Building a relationship by choosing a quick ending
	Possible loss of organizational norms
	Satisfying a complaint 
	Very low



Table 2, Thomas-Kilmann Conflict Mode Instrument (Kilmann and Thomas, 1977)
In a brief explanation of table 2, Firstly, Google could compete for the conflict by imposing a hard decision, no concession or hard bargain. In this case, it could be high risk because the working relationship, employee motivation and engagement may decrease. Secondly, Google could collaborate with the employee and both parties could get a decision that is beneficial for everyone, the downside of collaboration will be time-consuming and need physical interaction in both parties. Thirdly, Google compromise towards the conflict organizational believes and value for the possible solutions. Fourthly, avoid the protest that could bring misleading and communicational error in the organization. Lastly, accommodate more employees concerns rather than organizational concerns and the downside of accommodating is the possible loss of organizational norms.



5 Part C, Terms of reference:
In this section of the portfolio is the Terms of reference (TOR) of Google Inc for the change management committee which is an external consultancy farm to resolve the conflict between employees and the organization. The conflict is about racism and sexual harassment in the workplace.
	1. Background

	· Together, we create access to information and build products for everyone and we dedicate ourselves to improve people’s lives.
· Google always be proud to an equal opportunity workplace and is an affirmative action employer. Our commitment towards employees is equal employment opportunity regardless of age, sexual orientation, national origin, religion, ancestry, colour/race, marital status, gender direction/veteran status and disability.   
· Google staff stage global walkout over sexism and racism.
· Enhancing the employee’s satisfaction, we need a change within the current organizational culture.
· Google ensure a high level of help and support for the change project from the higher level of management.
· A fully satisfactory project both for employees and Google will adopt the new norm.

	2. Objectives 

	· Employee’s satisfaction in the workplace, trust, and motivation. 
· Create a good relationship between management and employees. 
· A clear steps by steps of the project lifecycle and the achievement of each stage expectation needed.
· List of resources, schedule and cost.
· A brief overall outcome of the project.


	3. Issues
	· Identify and submit the main point of conflict.
· A brief explanation of every stage of the project lifecycle.
· Explanation of the process of analysis of the issues and list the criteria e.g., Effectiveness, Impact, Efficiency, Relevance, Sustainability. 


	4. Methodology
	· Elucidate the main phases of the project execution procedure.
· List of stakeholder involvement and their requirements and activities.
· Full description of project content and schedule.
· List of data collection tools and technic and the date monitoring process and purpose.
· Confirmation of following the data collection acts. 


	5. Expertise

	· Provide the document of earlier similar kinds of project proposals and outcomes.
· List of work involved in the entire project.
· Description of the required workforce, skills, and abilities for the project proposal.
· List of undertaking the comprehensive in the proposal e.g., stuffing table to ensuring alignment of the structure, function. 
· Describe the length of the deferent section and the time involved of experts.
· Define the responsibility and activities of every team member.
· Communication method and relationship between team members.


	6. Reporting

	· Clearly define the full reporting process 
· Include the following detail 
i. Table of contents for project reports,
ii. Rules for composing annexes
iii. Report template
iv. List of the computer software to be used
v. Final submission date

· Clarify the people who are responsible for reporting and approving.
· Provide additional information e.g., how many copies have been made, liabilities for creating report and presentation. 

	7. Work plan
	· Describe the necessary activities required for the achieving project result and purpose.
· Provide the proposed implementation methodology 
· List of the action needed in the proposal.
· Provide the template of the activities schedule.
· Clear explanation of the financial resources hands out to the project.



Table 3, Terms of references  
6 Part D, Proposal:
In this part of the portfolio will be a proposal for Google to change the organizational culture for employee satisfaction in the workplace against sexual harassment and racism. 
6.1 Introduction
Racism and sexual harassment is a serious, diffusive problem which the well-being of careers of any kind of employees and undermine the organizational culture and civilized society. As a largest tech company, Google is uniquely positioned to transform a better workplace culture where the organization prevent sexual harassment and racism and mitigate its detrimental impact on the organization. However, the best way to eliminating sexual harassment is through encouraging transparency, accountability, integrity and fair judgment from the workplace leadership. In the change process, the organization could start by eliminating perpetrators but move on to remediating past injustice and systematic failures, improving accountability and establishing transparent, accountable processes for reporting.  Because Google is a global organization, they might need to adjust to local culture and overseas individual professional behaviour to resolve this kind of conflict. 
6.2 What is the problem?
According to the ‘MeGoo’ case study, employees of Google Inc. around the world went out of their offices to protest against management for sexual harassment, gender inequality and systemic racism in the workplace. There were allegations against senior executives for sexual misconduct and racism. Although Google does the best possible effort for employees' motivation and engagement in the workplace, the study indicates the organizational culture, too much freedom and not properly handle the complaint about sexual harassment and racism are the key point of these protests. However sexual harassment and racism have effects on both an individual and the organization. Following discussion have got some key point of Individuals and organizational costs. 
6.2.1 Problems cost to Individual
There are numbers of the way the conflict of sexual insult and racism could affect an individual. Such as 
· Impact on mental and physical health- There are quite a few studies that have identified racism and sexual harassment have got a huge amount of negative impact on mental and physical health (Shaw, Hess and Hegewisch, 2018).
· Reduce learning and advantage in the workplace- On many occasions this kind of conflict restrict individual learning and development.
· Create an extra pressure on the individuals, in some case force to change the job, risk of unemployment and chance of turn out the well-paying careers.
6.2.2 Problems cost to Organization
Racism and sexual harassment have got serious consequences in all kinds of organizations. Some key points of the cost of organizations are 
· Legal cost- Because the issues of sexual harassment and racism have been taken seriously worldwide and there is law in worker right all over the world, therefore if alienation is proven against any organizations, they might have to pay a huge penalty.
· Employee turnover- It has been proven that the issues could bring the employees to turn over, in some cases loss of key employees.
· Reduce productivity- Issues of sexual harassment and racism demotivate the employees, so therefore not or less engagement in the workplace and it reduce productivity.
As mentioned before every government legally protected people from racism and discrimination, there are a few examples, Google might need to face the act of law if the organization cannot resolve the issues e.g., in the UK –‘Equality Act 2010’, in the US-‘Title VII of the Civil Rights Act of 1964’ and the EU-ECRI General Policy Recommendation No 7(GPR No 7) where contains the legislation to combat racism and radical discrimination effectively.
6.3 Solution of the problems
As the problem is serious, Google might need to create a comprehensive outline of policies, practices, and take initiatives to tackle the sexual harassment and racism complaints. Google may need to create Anti-Sexual harassment and anti-racism committee, and develop publicly available policies, where the committee will manage the reports of harassment. For the short-term result and bring back the employee engagement in the organization a few key responsibilities for the committee should follow, such as:
· Assessing the current state of sexual harassment allegations investigation, reporting, remediation and monitor the disciplinary procedure at the workplace.
· Provide advice on accountability and the reporting measure to the HR department and encourage the reduction and prevent further allegations.
· Propose action and policy relate to safe and inclusive culture for the organization.
· Suggest a wide range of cultural changes to prevent harassment and gender discrimination for the elimination of hierarchical environments with strong and diverse leadership.
· Overall develop the strategies for encouraging research on anti-harassment policies and implementation, learning new norms and training, overall measure, and evaluation of those effects in the organization.
· Most importantly, the committee should create the cost and schedule for the change and that should be clear and descriptive.
To successfully change the organizational culture Google needs to PESTEL analysis which is the framework of six main types of macro-environmental influences e.g., Political, Economic, Social, Technological, Environmental and Legal (Johnson, 2020) because mainly the political and legal factors are different in around the world. 
To successful change, Google might follow the McKinsey 7s framework which is developed by McKinsey & Company in 1980 and later this model has been used in many organizations which explain the aligning all the organizational interrelated variables and actions and that driven to the successful change strategies executions (Baishya, 2015). To quote from Baishya (2015), in the workplace culture interrelated variables relate to each other where improvement is needed for each and every one. However, McKinsey 7’s framework was initially used to assist organizational change, mergers, and acquisitions, implementing strategy and understand the basic weakness of the organization. Figure 3 has displayed McKinsey’s 7s model.
 [image: ]
Figure 3, McKinsey’s 7s model (Karlof 2005)
In the framework, at first, Google needs to focus on middle S or the superordinate goal which is ‘Shared Value’ and that should be the zero tolerance of sexual harassment and racism in the organisation. The 2nd S is the strategy and that should be the new strategy for the zero tolerance of sexual harassment and racism. However, when there is a new strategy organizational structure might need to change or modify towards the new strategy which is the 3rd S. The 4th S is the System and that should be the new rules, regulations, and the procedure. The 2nd, 3rd, and 4th ‘S’ are known as a hard S and those should be easy to change. However, 5th -Skill, 6th-Staff, and 7th -Style are known as soft ‘S’ and those are hard to change and cost-effective. In a brief to change soft ‘S’, the organization may need to be arranged extra learning and training sessions and the organization may need coaching and mentoring for effective change and employee engagement.
6.4 Executive summary
To ensure equal rights for citizens against racism and sexual harassment is the primary priority for the central Government of any country, also any kind of organization should have the same principle to succeed. The allegation against management about racism and sexual harassment has a serious impact on Google Inc, such as organizational reputation, might be costly by giving compensation, face the country court, and may lose the key employees. To continue as a successful organization Google might need to take some initiative e.g., create an Anti-sexual and anti-racism committee with some specific responsibilities and duties, change the organizational culture followed by PESTEL analysis and McKinsey 7s model. 
7. Part E, Reflection
In Part E, the writer has written a learning reflection of the module ‘Leading and implementing workplace change’. In this reflection, the writer has chosen the Gibbs reflective cycle and the cycle has six stages e.g., description, feeling, evaluation, analysis, conclusion, and action plan.

7.1 Description
In my final year of graduation BMSW 6103 was the last module to learn where I have learned leading and workplace change. For this module, we had 12 weeks of learning time with 10 classes as like other modules. I have done the classes in the Microsoft team as the university went to virtual learning scenes the Covid 19 pandemic started in the UK.  My lecturer was a very energetic and agile person, every lesson he gave us a brief discussion with the engagement of the entire class, and we went to our usual break. After the break, we started my own reading and research for the day’s topic and the assignment. In those 12-week learning, we had 3 workshops where my lecturer provides help and support for the assignment. However, I have missed one of the workshops because I had another appointment in jobcentre on the same day of the workshop.
7.2 Feelings
I found, it was quite an interesting module and I enjoy the teaching technic of my lecture. I never feel nagging in my 12-week learning session because there was always something new to learn and the presentation was so gratifying that created my desire to present in every lesson. At some point, I felt the presentation is too fast to catch up with the lesson.  
7.3 Evaluation
Because my lecturer made the lecture brief and enjoyable, I had enough time to search, read and understand the day’s topic and overall, the Module. I have used most of my allocated time by search, research and read the day’s topic, for example in week 1 ‘Kotter’s 8 steps of change model’, in week 9 ‘The organizational development cube’ and so on. Also, in that extra time I have been working on the relevant topic to our assessment and how can I use the day topic in the assessment.
My lecture had been insisting to start writing the assessment from the first week of lessons, where I should follow his advice rather than start late and struggle to finish the assignment on time.  
7.4 Analysis
As we are adult learners and in the final year of the last module, I think brief lesson style was appropriate for us because most of the model or theory we have learnt previously, for example, ‘McKinsey’s 7s model’ I did learn in my second-year module called ‘Workplace culture and its impact on organizational Efficiency’. So, the extra time gave me to recap and deeper understanding of some previous studies. 
I was a little bit reluctant to start writing the assessment earlier because the assignment brief was well structured and in detail, so I thought may start writing later. However, my initials thoughts were wrong, I did struggle to finish on time. 
 
7.5 Conclusion
I have learnt one of the most important modules at the end of our graduation where we had some recap of previous learning. This module gave me the confidence to lead and implement workplace change in my future professional life. Also, I realise my time management might need to improve in the future rather than being unwilling to do things on time.
7.6 Action Plan
As a graduate student of ‘Leadership and Management, my time management must be inaccurate. Therefore, my plan is in the future learning, for example, MBA, I will do my all task on time and follow my lecturer instruction. On other hand, I will be making sure, my followers are doing things on time. Also, I will utilise the model and theory in the management role or organizational change and implementing the change process, for example in conflict management ‘Thomas-Kilmann Model’.

8. Summary and Conclusion:
In terms of leading and implementing change, evidence shows that a leader could hurt an organization or completely destroy the organization (Maund, 2018). However, this portfolio has critically discussed two models e.g., Kotter’s 8 steps change management model (Part-A) and Thomas-Kilmann conflict model (Part-B) and an organization leader could implement those models in organizational change. Also, there has been discussion of both models in Google’s ‘Me Goo’ case study that the organization could implement the models in conflict and change management. In the part, C has got Google’s terms of reference for the conflict management team or organization. Part D has got the proposal for Google’s to manage the conflict and implement the change where the organization create a committee and the committee’s responsibilities, and the possible way of solutions and implementation of change. Also, there was a proposal to consider McKinsey’s 7s model in the change process. In part, E has got the writer’s learning reflection of Module BMSW6103, where the writer has followed the ‘Gibbs reflective cycle.’  
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