1. Evaluate your knowledge, skills and ability in relation to this area, using the definitions from the Profession Map and discuss any development needs with your manager. 
When evaluating my skills and knowledge in regard to the Change core knowledge area, it became apparent I mostly relate to Associate level. I have sound knowledge in different change management approaches and their benefits and drawbacks from a colleague perspective. I am able to understand and explain why change is happening, and the models used to support change. Although, at Chartered level I am able to listen, engage and utilise a range of stakeholders to enable change processes and build their capabilities. 
I am competent to plan and deliver an activity including the outcomes, resourcing, risks and costs. Although, in relation to continuous improvement methods, I mostly relate to Foundation level as I have very little input or experience using continuous improvement tools. 
From speaking with my manager, to improve my knowledge we decided the next instore/ small change I implement within my team I should gather feedback afterwards to understand how colleagues felt, how I performed, and what they would like to see done differently next time. 
Additionally, my organisation holds ‘understanding change management’ online courses which would be beneficial for me to attend. However, due to my job role I have very little input into change management processes from a company perspective. 
 2. Complete a SWOT analysis of an impending change in your organisation. Clearly list the strengths, weaknesses, opportunities and threats represented by the change. Discuss the HR implications of the change with your line manager and submit a summary of your discussion plus SWOT. (Total word count: 500-750 words approximately). 
Changing the working patterns of colleagues to realign with store’s updated trade pattern
	Strengths
· People working the right hours to serve customers at the right time 
· Improved customer service
· Less spend on overtime that is being used to cover the shortfalls
· Tasks completed on time by the right people = ownership, responsibility
· Cost reduction

	Weaknesses
· Colleagues unhappy moving their shifts
· Impact morale and willingness to help
· Less overtime for colleagues to earn extra money – may look elsewhere
· Can be difficult to implement
· Shifts dictated by system – may not be totally accurate
· Less opportunity to feedback
· Union resistance 

	Opportunities
· Dictated by system – opportunity for store manager to make own decisions based on knowledge of store
· Ability to make local input
· Simplify tool to use
· Colleague input – how well they know their store 
	Threats
· Colleagues may find alternative job elsewhere due to unhappiness
· Needs consistent reviewing and updating
· Needs all team involved and engaged
· Restricts future vacancies – struggle to recruit



Recent changes within the store require colleagues changing their working patterns to realign with the new trade pattern. Discussing the proposed changes with my manager, we agreed the change process needs to be clearly planned, communicated, and cause as little disruption as possible. 
From a HR perspective we need to ensure we are changing contracts lawfully, that we are not discriminating but we are being inclusive to part-time/ flexible working requests to avoid potential employment tribunal claims. It is also vital we understand their emotions and personal circumstances, as colleagues unhappy with the proposed change may find alternative jobs elsewhere, resulting in losing great skill from the team. 
Discussing the SWOT we agreed shift patterns needed reviewing and realigning with the new trade pattern and it is important these shifts are moved to the right time to be able to serve customers when needed and fulfil daily tasks on time. Understandably, this change can cause disruption and upset, however an opportunity to minimise the impact we discussed encouraging colleague input and allowing them to suggest where we need to lose/gain shifts at certain times. Incorporating their opinion would encourage a smoother transition and reduce upset. 
We discussed the change should initially be conducted informally and work with the colleagues to make agreements, if informal route isn’t successful the formal process should then be used. However, should this be the case we would need to include Colleague Relations to minimise potential grievances. 
Resistance from the union could become a barrier if the change is not communicated and planned effectively. Conversely, if gone well the union can be a great advocate and support the proposed change. 







3. Create a stakeholder map for communicating the above change
Stakeholder Mapping Worksheet
Stakeholder Influence/Interest Matrix
For each key stakeholder, characterize them using the following stakeholder influence grid.

	Influence
	High
	Keep Satisfied
	Key Players

	
	Low
	Minimal Effort
	Keep Informed

	Low
	High

	Level of Interest



Stakeholder Grouping
Using the Stakeholder Influence/Interest Matrix, complete the table below. This will help determine stakeholder’s grouping for change communications. 

	Stakeholder Name
	Influence Level
	Level of Interest
	Stakeholder Grouping

	Area Manager
	Low
	High
	Keep informed

	HR Manager
	High
	High 
	Key Player

	Instore colleagues
	Low
	High
	Keep informed 

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	

	
	
	
	




