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Executive Summary
Reckitt is a global consumer goods major engaged in health, hygiene and home product businesses. The company is dealing with a number of organizational issues, such as disruptions in the supply chain, fast digital transformation and growing competition. Using a business analytics approach this report provides a critical examination of Reckitt's performance in four scenarios – decision making, organizational culture and change, team effectiveness, and performance measurement and identifies actionable insights.
The first scenario was taken up for advanced decision making, and included optimising supply chains when the demand is high. The integration of descriptive, predictive and prescriptive analytics was deemed as essential to better outcomes, to the reduction of biases and to better resource allocation. In scenario two, the importance of cultural change in order to speed up the adoption of the digital and to develop a cross-functional collaboration around it was emphasized, referring to the models developed by Schein, and Kotter. For scenario three, team effectiveness was explored and the characteristics of trust, collaboration, goal alignment, and accountability were determined to be important. Recommendations included collaborative workshops, gamified problem solving, rotation of tasks and mentorships, and analytics to track performance and identify productivity risks. The fourth scenario explored the issue of performance measurement, focusing on KPIs, a balanced scorecard and dashboards to track individual, team and organisation performance. Ethical issues and the possibility of bias were taken into account in optimising operations using data-driven insights.
The overall report suggests that Reckitt should implement strategies that are based on analytics in decision making, cultural change, team development, and performance measurement. Systematically using business analytics will help Reckitt to improve operational efficiency, foster innovation and gain competitive edge.


Table of Contents
Introduction	1
Scenario 1: Advanced Decision-Making Analysis	2
Introduction to Decision	2
Decision-Making Framework	2
A critical assessment of the process.	2
Alternative Approaches	3
Integration of Analytics	3
Scenario 2: Organisational Culture and Change Intervention	4
Introduction to Organisational Culture	4
Critical Analysis	4
Proposed Change Interventions	4
Potential Barriers & Resistance	5
The purpose of analytics in Change Management.	5
Scenario 3: Team Effectiveness and Development	6
Team effectiveness.	6
Team-Building Interventions	6
Research & Synthesis	6
Analytics Integration	7
Scenario 4: Performance Measurement and Control Systems	8
Individual Performance Measurement	8
Team and organisational measurement.	8
Justification Using Theory	9
Data-Driven Decision Making	9
Contention and ethical issues.	9
Conclusions	11
References	12





3

[bookmark: _Toc229982910]Introduction
Reckitt is a global leader in consumer goods, and has a diverse portfolio of health, hygiene and home solutions. The company's operations span more than 60 countries and are plagued by issues like supply chain disruptions, rising demand for digital transformation and competition. Smart organization management is very important in sustaining the market leadership. This report uncovers the important organizational questions addressed using business analytics models in four scenarios: Decision Making, Culture and Change, Team Effectiveness and Performance Measurement. The aim is to evaluate and compare existing practices, expose limitations and suggest for improvement based on descriptive, predictive and prescriptive analytics.The methodology involves literature review of academic and industry research, implementation of relevant models and frameworks (such as Kepner-Tregoe, Schein, Belbin, balanced scorecard), and incorporation of the analytic aspects of the models and frameworks to derive actionable insight. It covers the organizational and personal aspects, and it identifies strategic improvement, operational efficiency and sustainable growth opportunities.




[bookmark: _Toc229982911]Scenario 1: Advanced Decision-Making Analysis
[bookmark: _Toc229982912]Introduction to Decision
[bookmark: _Toc229982913]During COVID-19, one of the main issues that Reckitt encountered was optimizing the supply chain for hygiene and health products, particularly Lysol disinfectants and hand sanitisers, worldwide. The demand skyrocketed, particularly in North America, where it was reported that sales of Lysol grew by 45% from March to June 2020 (Santos et al., 2025). The decision was taken by global supply managers, production teams, distributors and regional sales directors. The problem was not only how to improve production, but also how to make best use of limited resources among regions, ensuring continuity of supplies at the same time.
Decision-Making Framework
[bookmark: _Toc229982914]The response given by Reckitt mirrored some components of the Rational Decision-Making Model, such as problem identification, criteria setting, option evaluation and option selection (Thanathitiphuwaphat and Tipayalai, 2025). Production capacity, supplier reliability, transportation cost, and speed of delivery and market demand were the main criteria. It was either scaling up their own production, going to their contract manufacturers or focusing on the high revenue markets. Kepner-Tregoe method provided a structured comparison through the use of weights given to the alternatives in accordance with these criteria (Rafly Aqsha Gultom and Siallagan, 2025). But in a pandemic world of uncertainty, it was impractical to have complete, reliable and timely information for decision makers, as assumed by the rational model. Demand patterns, supply chain and logistics risks were rapidly evolving, allowing Reckitt to work within bounded instead of full rationality.
A critical assessment of the process.
[bookmark: _Toc229982915]The approach did provide structure, but had an impact on the organisation, due to the limitations. Managers were hesitant to switch suppliers as they were experiencing the problems of delivery delays and were convinced of the effectiveness of existing suppliers because of their confirmation bias (Simard et al., 2024). Availability bias also led to more focus on recent European demand data and underestimated growth in Asia-Pacific. This was a technical forecasting error and a strategic mistake as emerging markets could have been delayed deliveries and loss in customer confidence. The idea of outsourcing was not considered seriously, due to groupthink which may have affected the flexibility of production. Thus, the decision-making process was an operational familiarity protector and lost organisational agility. Reckitt's actual process, as opposed to a more adaptive approach, may have ensured short term control, but come at the expense of missed opportunities to generate revenue, poor response to regional changes, and potential reputational damage.
Alternative Approaches
[bookmark: _Toc229982916]A rational model would have been more appropriate than scenario planning as it would enable the managers to test several futures instead of relying on one forecast. Monte Carlo simulation could be used to estimate the probability of shortage, delays and price increases in various demand situations. Similarly, multi-criteria decision analysis can be employed to consider the financial, operational and ethical priorities in the broader context, such as equitable regional distribution of funding and supplier sustainability (Amoozad Mahdiraji et al., 2022). These approaches are more robust than Kepner-Tregoe for uncertainty as they acknowledge the variability in risk, not the certainty and predictability of decisions. But they do need good information and management skills to interpret complex outputs too.
Integration of Analytics
Descriptive, predictive, and prescriptive insights could be used to enhance business analytics for the decision. Descriptive analytics would depict historical sales trends, stock levels and/or changes in regional demands (Berman and Israeli, 2022). Using demand patterns, infection rates and logistics data, predictive analytics can help to predict shortages ( Chen et al., 2022). Prescriptive analytics may suggest the best allocation of production between regions (Charles et al., 2025). But, analytics should not be seen as neutral or perfect. Forecasts may be misleading due to poor data quality, late reporting and algorithmic bias. Models usage may also stifle managerial judgment in decision making. Reckitt should thus leverage on analytics as a decision support tool, rather than a decision replacement tool, in addition to scenario review and ethical judgement, monitoring continuously.



[bookmark: _Toc229982917]Scenario 2: Organisational Culture and Change Intervention
[bookmark: _Toc229982918]Introduction to Organisational Culture
[bookmark: _Toc229982919]According to Asare Obeng et al (2025), Schein's three levels of organisational culture—artefacts, espoused values and basic assumptions—can be used to analyse Reckitt's culture. On the artefact level, Reckitt advocates for open collaboration, sustainability, digital systems and global teamwork. The values it espouses are on innovation, consumer health, ethical conduct and operational excellence. There is however a contradiction between innovation and control in the deeper basic assumptions. Reckitt is a very regulated consumer product business and compliance, risk minimisation and standardisation are all key. It can result in a work environment that encourages innovation in theory and discourages change in digital technology when it challenges a comfortable process, status quo, or decision-making practices (Maral and Çetin, 2024) .
Critical Analysis
[bookmark: _Toc229982920]The non-adoption of digital tools shouldn't be blamed exclusively on employees. The structural aspect of resistance can be around managing who is controlling information and whether it’s a change in that control. Cloud-based dashboards will increase visibility of performance across regions, potentially increasing the amount of control that is given to local managers, but also raising the risks of local performance gaps(Jelley, 2021). Thus, some unwillingness may be due to a lack of familiarity in the power situation. This is akin to the digital systems, which are represented in the artefacts, and the espoused values, which are about “innovation”, but the basic assumption is that trusted local experience is more reliable than centralised analytics. This inconsistency  undermines the implementation of change.
A problem of leadership remains. If the superior manager digital adoption sound for instance a compliance issue as well as not a mutual strategic opportunity, it can be viewed as a form of surveillance in the organisation. However, Haesevoets et al. (2022) demonstrate that the delay in leadership and resistance can be a factor contributing to the failure of change, meaning that the leadership behavior can also be a factor. Hence, the cultural challenge at Reckitt goes beyond technology to a political and relational one.
Proposed Change Interventions
[bookmark: _Toc229982921]The Kotter 8-Step Model has the potential to support Reckitt to build coalitions, institutionalise digital behaviours and create urgency (Graves et al., 2023). To minimize silos, cross-functional innovation teams may be introduced, and leadership coaching may be implemented to promote ethical and data-driven leadership (Imran et al., 2023). Structured transition is also supported by Lewin's unfreeze change refreeze model, which involves training employees in a new way and establishing new practices and routines through positive reinforcement (Kamran and Patlas, 2025).
But, each of these planned change models is limited. They believe that change can be handled in a linear fashion, whereas Reckitt is present in different national and functional cultures(Aksom, 2022). The patchwork rollout of digital may result from varying skills, incentives and local pressures. Hence, an emergent approach to change might be more realistic, where local teams can implement digital tools to their context using global standards. This would provide a reasonable mix of strategy and flexibility at the local level.
Potential Barriers & Resistance
[bookmark: _Toc229982922]Organisational inertia, cost and time, and leadership capability are barriers. It takes money to train global teams and, at the beginning, it can cause a drop in productivity. There may also be some managers that do not have the digital competence required to lead change credibly. While incentives can enhance adoption, they need to be equitable, or else, employees in less-resourced areas may be at a disadvantage (Zheng et al., 2025). Ethical considerations are also important. There is a risk of trust and privacy issues if analytics are used too much and monitor usage of the dashboard. So, Reckitt needs to explain what data is collected, how it is used and what are the measures taken to protect employees.
The purpose of analytics in Change Management.
[bookmark: _Toc229982923]Business analytics can be used in order to help facilitate change, either by identifying where it is needed or by targeting interventions. Descriptive analytics can be used to monitor how often and how users interact with a dashboard (Berman and Israeli 2022). Predictive analytics can be used to detect teams that are not being adopted as well ( Chen et al., 2022). Prescriptive analytics can offer suggestions for training and mentoring or workflow redesign (Charles et al., 2025). But, analytics is not a replacement for dialogue. Analytics can be used to facilitate cultural change – but they can also serve as a catalyst for surveillance and resistance and mistrust.


Scenario 3: Team Effectiveness and Development
[bookmark: _Toc229982924]Team effectiveness.
[bookmark: _Toc229982925]The success of those teams is at the heart of Reckitt's international business, especially in cross-functional projects, such as product launches, supply chain optimisation and digital transformation. Successful teams are more than just competent, they need to have purpose, psychological safety, role clarity, and enabling organisational conditions. But, according to Belbin's team role theory, effective teams consist of the synergy of a group of team members that perform complementary roles including coordinators, implementers, specialists and resource investigators (Aranzabal, Epelde and Artetxe, 2022). However Belbin is not enough, as it only concentrates on role balance and not much emphasis is placed on team development over time. The four phases of forming, storming, norming and performing offer a helpful context for understanding the global teams' initial challenges with trust, conflict and coordination before they get to the point of effective performance which Reckitt experienced. Hackman's model also indicates that enabling structure, supportive context and expert coaching are essential to a compelling direction that will allow for real team effectiveness. So, the overall performance of Reckitt's team is a result of both the skill of the individual employees and whether the organisation is set up to allow them to work together.
Team-Building Interventions
[bookmark: _Toc229982926]Cross-functional workshops, role rotation, and games and problem solving as a form of mentorship are some of the interventions Reckitt employ to enhance team performance. These interventions are directly related to team development theory. For instance, during the forming stage, workshops can help clarify objectives while during the storming stage, role rotation can help employees gain an understanding of other roles. Norming and performing can be facilitated with gamified supply chain simulations, by providing teams with opportunities to practice collaboration in low-risk settings. In alignment with Hou's (2023) claim, gamified learning can enhance engagement and skills.
Nevertheless, such interventions are not to be taken for granted. For example; improper facilitation, cultural insensitivity, or senior voices can doom workshops virtually. A rotation of roles can help build empathy, but it can also be inefficient at first if the employees aren't properly trained for their new roles. Motivation can be boosted by gamification, but it might be simplifying a complex supply chain issue and, as a result, excluding people who are not used to the competitive learning formats. Mentorship programmes are an effective way to ensure accountability, but they require a high quality of mentors and availability of their time. Thus, the success of these interventions will rely on the commitment of leadership, allocation of resources and ongoing monitoring.
Research & Synthesis
[bookmark: _Toc229982927]Team working agreements give Reckitt a structured way in which to communicate, define roles, establish rights to decision making and set clear accountability. Ali et al. (2024) demonstrate that the trust and collaboration give benefits to the coordination in the Warehouse Management contexts, and Peters, Sadek and Ahmadpour (2024) emphasize the importance of collaborative workshops between distributed teams. Taken as a whole, these studies indicate that a combination of both relational trust and structure enhances team performance(Gozali et al., 2024). There's a balance between flexibility and control, though. Excessive formality might hinder creativity and too informal might lead to confusion in international teams while working. So, Reckitt need to be mindful that team agreements are not set in stone.
Analytics Integration
With the help of business analytics, the collaboration patterns, and risks of performance can be made visible and improve team effectiveness. Descriptive analytics which can have surveillance over task completion, workshop participation as well as dashboard engagement. Predictive analytics can detect workload imbalance, project delays and more. Prescriptive analytics can suggest task reallocation, even special mentoring or extra collaboration sessions. However, there are also limitations with analytics. There are some things that you can't measure related to team performance, such as trust, creativity, informal knowledge sharing. However, over-surveillance can also have a negative impact on psychological safety at the time of the team members feel constantly judged.
[bookmark: _Toc229982928]In reflection, Reckitt's global teams are challenged with issues which include time zones, communication methods and differing technology expertise across cultures. So, analytics should augment, not supersede, decision making and human conversations. A balanced approach that integrates Belbin, Tuckman, Hackman and analytics would enable Reckitt to build teams that will be efficient, adaptive, inclusive and resilient.


Scenario 4: Performance Measurement and Control Systems
[bookmark: _Toc229982929]Reckitt is a global consumer goods business and needs systems to measure performance that link individual behaviour, team outcomes and strategic goals. The use of KPIs, dashboards and the Balanced Score Card is useful, because it gives visibility into the financial results, customer satisfaction, the efficiency of the supply chain and employee learning (van de Ven et al., 2023). But, from a strategic perspective, the measurement of performance should be seen as a technical monitoring process - not the only one. It's also a management tool that influences employee priorities, decision making and organisational culture. So what is important is not just that Reckitt measures performance, but that it measures sustainable and ethical performance.
Individual Performance Measurement
[bookmark: _Toc229982930]On a one-off basis, Reckitt could employ KPIs like sales revenue, customer satisfaction, production output and defect rates. These measures creates accountability as well as enable managers to benchmark against other regions or functions. For instance, production teams can be evaluated based on the quality yield, and sales teams based on revenue growth and customer retention (Hwang, 2022). If employees' behaviour is only measured by a KPI, however, KPIs can pervert behaviour. Sales personnel might focus on immediate sales rather than building long-term customer relationships and production staff members may be hesitant to experiment because doing so may lead to a brief drop in efficiency. This generates a conflict between performance in the short-term and capability in the long term. Thus, KPIs would be complemented by qualitative judgement, innovation and other contextual factors like market conditions or a disruption of the supply chain in the region where the project is located.
Team and organisational measurement.
[bookmark: _Toc229982931]In terms of team and organisation level, the Balanced Scorecard enables Reckitt to measure its performance in financial, customer, internal process and learning and growth perspectives (Hegazy, Hegazy and Eldeeb, 2022). This is beneficial since only relying on financial indicators would be a bad idea. If indicators are not reviewed on a regular basis however, however, the Balanced Scorecard can become rigid. There are also measures that are lagging, in that they indicate issues after they have caused issues in performance. For example, customer satisfaction or employee turnover can only be discovered after there is a problem with how a company operates, and by then, it may be too late to correct a problem. Moreover, there can be so many indicators that data becomes an overload as dashboards are being monitored without any meaningful insight. Thus, the Balanced Scorecard should not only be a reporting system, but rather a strategic learning tool for Reckitt.
Justification Using Theory
[bookmark: _Toc229982932]Based on management control theory, management of an organisation seeks to control human behaviour through formal systems, including KPIs and budgets, as well as informal means, including culture and leadership (Stevens, 2024). This theory is evident in terms of Reckitt's measurement systems which actually turn strategy into measurable outcomes. But too much control can decrease autonomy of employee. Staff might feel obliged to exceed targets as opposed to using professional judgment. This is especially crucial in international teams where local managers might be required to be flexible about meeting local demand, cultural expectations, and logistical issues. An improved control system should be a mix of central strategic control and local autonomy.
Data-Driven Decision Making
[bookmark: _Toc229982933]By allowing descriptive, predictive and prescriptive decision-making, business analytics enhances the ability to control performance. Descriptive analytics can detect trends in the rate of sales, delivery and defect rates. Predictive analytics can also anticipate potential risks, including demand fluctuations or supply disruptions (Bhisikar, 2024). Prescriptive analytics can recommend  corrective actions, for instance; reallocating creation capacity, modifying employee training. But analytics can have its threats. The quality of data, the volume of data and the misinterpretation of data can also result in poor decision making by managers. Contextual factors may also be missed when making predictive models because they're more familiar with them than dashboards are. So, it's not about replacing managerial judgment, it's about complementing it with analytics.
Contention and ethical issues.
Ethical issues with performance measurement include surveillance, fairness and misuse of data. When dashboards are implemented as a way to monitor employees too closely, they can do more to harm trust and raise stress levels (Kuiper, 2025). Another potential problem is that local conditions may vary from one region to another, meaning that performance data may be skewed without regard to these differences. Ethical performance management ought to be transparent, proportionate and culturally sensitive (Yoopetch, Nimsai and Kongarchapatara, 2021). In total, Reckitt's control systems are useful, but they need to be free from "target fixation" and "short termism" and from too much monitoring. A more effective strategy would be a blend of quantitative, qualitative and ethical governance, which would enable sustainable organizational performance.




[bookmark: _Toc229982934]Conclusions 
This report establishes that business analytics is a critical component of improving Reckitt's decision making, cultural flexibility, team performance and control. Descriptive, predictive, and prescriptive analytics reduce bias, maximize resource usage and help to make strategic supply chain decisions during decision-making. Cultural transformation interventions, operating within existing frameworks, facilitate cross-functional collaborations and increased uptake of digital. Team-building exercises foster trust, teamwork, and accountability while analytics track performance and predict productivity. Performance measurement systems such as KPIs, balanced score cards and dashboards provide real time visibility into the performance of the individual, team and organization and consider ethical issues.
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