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In 2022, P&O Ferries undertook a major leadership strategy by dismissing 800 employees without consultation, via a pre-recorded message, citing a need to cut costs in order to compete with the industry. Although this action led to positive cost reduction for P&O, the communication method used had negative implications on relationships with staff, unions, politicians and customers; with the argument being that the company has displayed poor ethical leadership and disregarded the wellbeing of their workforce, which has had a long-term negative impact on organisational culture and the public perception of P&O.
 
This situation is aligned with Kotter's Change Management theory, where it is asserted that a successful change requires good communication and trust to employees to allow staff to be motivated through the transformation process. P&O did not communicate with employees nor involve them in the process, resulting in an increase in resistance and deteriorating relationships between workers and management.
 
During this organisational change HR, marketing and operations all played critical roles. HR managed the firings of all staff, recruiting new agency workers however the poor communication damaged trust andmorale among employees, who did not feel that they had any support from leadership. Marketing had the difficult task of managing public perception in the media as criticism arose online. Consumers became reluctant to use the service and question the ethical nature of the organisation. Operations has also been adversely impacted as agency workers are less experienced and the effect this is having on quality of service, safety and training has led to less trust from the consumers.
 
Psychological Contract Theory, regarding employers to treat employees fairly and with respect, despite not being part of a formal contract. P&O Ferries had clearly violated this unwritten rule with the mass firings causing major trust issues among workers.
 
Although P&O Ferries had a short-term financial benefit, they did not find a long-term solution with low morale and low levels of trust from their workforce, coupled with negative public perceptions regarding safety and ethics. These problems further impacted business on an organizational culture level and have made leadership of the company lack credibility among many parties. The similar situation of the British Airways cabin crew dispute, had negative consequences on consumer trust and company image, illustrating the importance of good employee relations for the tourism and transport industries.
 
After the disaster P&O Ferries replaced workers with agency staff to help reduce costs. They also continue to run ferries, which keeps their operations running, as their owner DP World continues to plan for future expansion. Although they are still trying to resolve all the problems the benefits have not been far-reaching with staff reporting they still lack morale and trust for the leaders. This continues to be criticised by unions and government. One suggestion to improve future organizational change would be to implement an open communication strategy with employees, as employees felt neglected during the firings. With a strong communicative strategy employees would feel valued and more committed to the organisation and it would help to improve organisational culture and the relationships between management and workers. This case is a warning to organizations in the tourism and events industry as there are long-term impacts that poor decision making by leadership can have on organizational culture and public image, linking to stakeholder theory as P&O Ferries should not have focused solely on their financial standing when it caused problems for various other stakeholders, ultimately damaging their reputation and long-term success.
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