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[bookmark: _Toc89081785]Fortescue Company Profile
Fortescue Metals Group Limited is an Australian Company that focuses on incorporating innovation, and culture in the development of infrastructure and mining properties. Its vision is the safety, lowest cost and being most profitable mining company which it seeks to achieve through values of safety, integrity, family, enthusiasm, empowerment, frugality, stretch targets, humility and generating ideas. The organisational culture expresses being a value-based business that has a strong differentiated culture by believing in leveraging culture and people as the greatest asset for the achievement of targets. Fortescue was established in 2003, operating on mining, shipping, and rail, which currently export more than a hundred and eighty million tonnes of iron annually (Fortescue, 2021). The company operates in three mining hubs including Pilbara in Western Australia, Herb Elliott Port and Judith Street Harbour with an innovative tug fleet that is built to facilitate the supply chain and in ensuring efficiency, safety and maximum productivity. Fortescue anchors its operation in technology intending to include robotics and artificial intelligence in production (Fortescue, 2021).
[bookmark: _Toc89081786]Fortescue Current Performance
According to the Fortescue report in 2021, the focus in climate change control focuses on acceleration from majorly importing fossil fuel to clean and renewable energy by setting out standards. The organisation believes in the application of practical technology and policy-driven solutions to manage climatic change impact (Fortescue Metals Group, 2021). The company have established vital objectives to assist in the realisation of the goals which include establishing the carbon neutrality targets by 2030, which require reduction of net carbon emissions to zero within the operations by 2030. Also, setting the decarbonisation pathway that adopts the use of renewable energy to meet established energy requirements and other clean energy regulations. The organisation have established the Fortescue Future Industries to lead in global energy transition, that will assist in the acceleration of decarbonisation of metal processing, industrial heating and long-haul transport and also expand and improve the research, development, engagement and collaboration aiming at emissions reduction across the value chain ((Fortescue Metals Group, 2021).
In the establishment of Fortescue Factory Industries that their goal is to take opportunities on the global scale in green energy through securing the best global renewable assets in production then scaling technology to ensure green production in Fortescue in terms of reduced cost and increased cash flow, improving the capacity and increased molecular hydrogen supply. The Fortescue Factory Industries have over three hundred employees with expertise in hydrogen, energy, project management, manufacturing, environment and international relations (Fortescue Metals Group, 2021). Besides, the organisation has in the financial year of 2021 increased the capital allocation to Fortescue Future Industries to ten per cent of the annual net profit to support the main objective of ensuring the supply of more than fifteen million tonnes of hydrogen in every financial year and making green hydrogen carriers and green hydrogen the largest seaborne traded across the world (Fortescue Metals Group, 2021).
Fortescue has developed a climate change strategy that focuses on decarbonisation through four main aspects including reducing emissions that address emission sources which are mining fleet and stationary power through significant investment in the generation of renewable power to replace gas-fired power and diesel sources of power, building transmission links between the mining operations to create secure and reliable network facilities. Also, developing green hydrogen and battery-powered haul trucks and replacement of heavy mining equipment diesel engines with electric motors as the power source. Another aspect of strategy involves engagement and collaboration to build trust to act with integrity, delivering long-term benefits and generation of ideas with stakeholders such as investors, customers, and regulators and industry (Fortescue Metals Group, 2021).
In the strategy of maximizing opportunities, the organisation’s focus on developing new low carbon solutions and producing diversified commodities using the commodities that support the reduction of carbonisation such as cobalt, copper and lithium or renewable energy. The strategy seeks to speed up the low carbon solution and create demand and supply as well as production of essential commodities that transition into the post-carbon world. The fourth strategy involves building resilience within the value chain, assets, communities and operations through contemplation of potential changes that may emerge in demand for products and climatic conditions. It involves assessment of the transitional risks, and physical risks to understand ways in which the opportunities and risks may affect the business resilience in the future (FMG, 2021).
[bookmark: _Toc89081787]Effect of the External Environment on Change
From the climate pledge, Fortescue targets to achieve being carbon neutral by 2030 in the mining operations, which will enable the achievement of net-zero emissions by 2040 (Silverstein, 2021). The organisation has adopted a strategy of working with various stakeholders to facilitate emissions reduction from the production and operations of iron (Silverstein, 2021). The organisation influence on sustainable climate has impacted the sales and marketing of Fortescue through its integrated marketing and operations strategy that emphasise meeting the customer needs and earning maximum value for products. The organisations have significantly increased the services to direct supply to the small and medium-sized customers due to implementation and actualisation of the seaborne arrangements. For instance, Chinese sales have increased due to increased portside capabilities that aid in supplying Fortescue products to Chinese Steel mills directly (FMG, 2021).
The external environment and commitment have facilitated the adoption of world-leading technology with the improvement in efficiency, reliability, safety and commercial outcomes in the autonomous haulage system technology to making it one of the world largest haulage sites with the capability of managing the multi-truck size and also incorporated planning, operations and mining operations with rail, port and marketing to allow convenience in supply chain and achievement of the underpinned target of adopting robotics and artificial intelligence in generation and distribution networks of the organisation (Silverstein, 2021). Equally, the energy infrastructure has been affected by the external environment change such that more investment has been allocated with the (FMG, 2021) sustainability report indicating the excess allocation on the 2019 investment with an additional of US$800 million to increase the use of renewable energy for emission reduction targets. The Pilbara Energy Connect have improved into large-scale renewable energy that facilitates the delivery of stable and low-cost power (FMG, 2021).
The international market aspect of Fortescue has also been affected by the external environment such that Fortescue has improved the exploration activities through studies of exploration to maintain the product quality and sustain the mine line in the iron ore business. Additionally, the external environment change has contributed to the realisation that early exploration stages create significant value in future growth and having opportunities. Therefore, more focus is on the early stages of exploration to help in supporting decarbonisation and transport electrification in the new establishment such as South America. Then, the impact has led to the establishment of the Fortescue Future Industries to explore the operations on renewable hydrogen industry and renewable green ammonia. The Fortescue Future Industries are significant to be the leading in a track record of the development of large-scale intergraded infrastructure and innovation assets aligning with the net-zero carbon goals (FMG, 2021).
The Climate Pledge has also affected the organisational strategy to focus on empowering thriving communities through different aspects such as targets, policies, opportunities and objectives, code of conduct and integrity, values and purpose as well as voluntary commitments and principles (FMG, 2021). Additionally, Fortescue has established a Sustainability Committee whose responsibility is to guide the sustainability strategy to what the organisation should consider at every stage of operation and assist in decision-making on policies and targets. The committee also identifies and assess the environmental, social, economic and governance risks for mitigation planning and amendments of the plan to avoid risks (FMG, 2021).
[bookmark: _Toc89081788]Importance of Strategic Change
According to Revenio and Jalaget (2015), change refers to any changes in the management, structure, process, employee or organisational activities, while Odor (2018) notes that strategic change in an organisation originates from the inconsistencies noticed within the organisational environment to support the improvement of the organisational capabilities. Organisational strategic change focus on aligning goals and objectives to fulfil success; hence, it requires management to achieve a positive outcome (Revenio and Jalaget, 2015). In the Fortescue strategic change, the aim is to focus on achieving net-zero carbon emissions by 2040 as the climate pledge require. It focuses on implementing sustainable operations and maintaining the green energy improvements to realise the goal as well as tap into the available opportunities in the market before they are exploited by other organisations in the market. The organisation of Fortescue in achieving the positive outcome of the strategy can be viewed to consider both internal and external factors. In the internal factors, the organisation considers the technology advancement, modernisation initiatives, and change in decision-making, while the external factors involve the increased globalisation pressure, political, economic and social parameters, legal and environmental forces.
Strategic change is important in building the confidence of the stakeholders such that the success and realisation of change in an organisation facilitate a smooth experience that will promote a positive outcome for the stakeholders and the organisation (Freeman, 2010). The objective of strategies is to realise an ambitious growth level which is to be achieved by the human resource in the organisation. Fortescue establishes good governance as a crucial long-term sustainable strategy to achieve goals with the responsibilities of overseeing strategic financial decisions and approving programs and policies as well as monitoring and managing risks and opportunities to enhance performance. The focus on involving stakeholders in the reduction of emissions is evident on the people committee and remuneration where the organisation has included environmental sustainability and climate-related key performance indicators as an aspect of remuneration arrangements (FMG, 2021).
Another importance of strategic change in an organisation is to create a competitive advantage in the market which targets the ability and flexibility of the organisation to meet the demands of the market. In an organisation, the systems may be changed to increase the efficiency of the operations and improve the acceptability of the organisational operations in the market (Revenio & Jalaget, 2015). The United Nations Environmental Programme advice that the reduction of carbon emissions to improve the acceptability of organisation in operations as it adheres with the regulation that requires all parties under the United Nations Environment Programme to ensure precautionary measures are considered to minimise the impact of climatic change (United Nations, 1992). Fortescue has prioritised the aspect of strategy change to using renewable energy to assist in opening the organisational market in different parts of the world due to adherence with the clean energy use in its operations. The organisation has developed the commitment to achieving net-zero carbon emissions by 2040 to not only preserve but to be the preferred organisation in the exploration of iron globally.
The strategic change also assists the organisation in dynamism which Revenio and Jalaget (2015) describe as a positive feature to ensure successful application of change initiative when aligned with the organisational culture. The study expresses that for an organisation to remain dynamic in the market, it must embrace the strategy changes in programs and plans to ensure flexibility, build confidence, encourage productivity and improve the performance of the organisation (Newbury et al., 2019). Fortescue has built a dynamic culture with one of its values being generating ideas, which relate to the implementation of innovations and policies that support efficiency in production and the realisation of net-zero carbon emission by 2040.
The growth aspect necessitates a strategic change in an organisation as its growth is affected by job requirements which could be changing due to the environment, improvement in technology and infrastructure (Newbury et al., 2019). In the case of Fortescue, the strategy change have been necessitated by the global demand in the reduction of carbon emissions and the technological growth from the use of diesel engines on heavy engines to electricity as well as the need for efficiency and convenience in the workplace; hence change to robotics and artificial intelligence.
[bookmark: _Toc89081789]Stakeholders Involved in Strategic Change.
In the implementation of strategic change in the organisation, the stakeholders involved in the organisation strategy change must be treated with respect, which involves developing a collaborative environment with openness and trust. Additionally, the organisation strategic change should less focus on the hierarchical structure of the company but on creating an environment that supports the achievement of the established goals and objectives while it involves confrontational facing of issues bothering the challenges experienced in the organisation. The strategic change involves adopting the measures that influence different stakeholders differently. For instance, some employees working in a department that require the introduction of artificial intelligence will be redundant, while others will be transferred to another department. The strategic change requires an organisation to have values that involve the affected human resources in planning and execution (Odor, 2018). Therefore, some of the stakeholders involved in the strategic change in Fortescue include:
The board of directors in Fortescue has the responsibility of approval and oversight for investments and risk management, and strategic decisions. The FMG (2021) expresses that the board in Fortescue meet quarterly and reviews the updates on the matters related to climate on the Fortescue operations. The board of directors in the 2021 financial report made critical decisions including reducing the carbon-neutral target by ten years from 2040 to 2030, introducing the key performance indicators in climate-related issues within the management as remuneration management. Also, it established Fortescue Future Industries whose purpose is to lead in the global energy transition to green hydrogen and renewable projects and note the priorities in the emission reduction in the value chain (FMG, 2021).
The audit, risk management and sustainability committee are also involved in the strategic change in providing guidance and advice to the board in the development within the market and industry on the climate change responses, developing the climate change strategy for Fortescue, reporting any climate-related disclosures and reports on the audits and the climate change reviews on emissions. The remuneration and people committee that sets the targets required to achieve successful delivery of decarbonisation program and ensure the realisation of the board of director goals of achieving carbon neutrality by 2030. The committee operates in positions such as working on completion of Chichester Solar Gas Hybrid Project and Pilbara Energy Connect program and decarbonisation of fixed plant and mobile fleet.
Additionally, the climate change committee whose role is on monitoring and coordination of the climatic change responses, ensuring the risks and opportunities are effectively managed and aligning the climate change agenda to business perspective. The climate change committee targets updates and advice to the audit, risk management and sustainability committee on emissions reduction targets of Fortescue, decarbonisation strategy implementation, decarbonisation project capital allocation and developing offset strategies to meet targets. The day-to-day management includes the business management of strategic planning, sustainability, finance, investor relations, risk management, asset management and Fortescue Future Industries whose role in the organisation is to monitor the policy and regulations in global climate change, supporting the climate change committee in implementation of strategies, managing the climate change developments such as assessments of environmental and social disclosures and participating in risk assessment on climate change.
[bookmark: _Toc89081790]Change Management Plan
Different models are used to express the process of change management plan including the Adkar Model that expresses the management of individual resistance to change to be handled in five stages including the awareness, desire, knowledge, ability and reinforcement. Kurt Lewin’s change management model focuses on the planned change relating to the decisions, implementation and social change in a group. Kotter’s eight-step model express the importance of the overall approach of dealing with change considering causes of the need for change (Bugubayeva et al., 2017). The McKinsey 7S model analyses the change in seven perspectives including strategy, structure, system, shared values, staff, skills and style (Hamdo, 2021).
In the critical analysis of strategic change of Fortescue, Kotter (1995) (Eight-Step Change Model) is the most appropriate as it entails the expression of structures processes relating to Lewin’s Change Model. According to Aldemir (2010), the first four of Kotter’s eight-step model express Lewin’s change model step of unfreezing, the next three steps of Kotter’s eight-step model expresses the changing or consolidation stage in Lewin’s model and the unfreezing stage is expressed by the eighth step of Kotter’ eight-step model.
[bookmark: _Toc89081791]Step 1: Establishing the Sense of Urgency
The stage involves creating awareness of the importance of creating change in the organisation. The stage seeks to earn cooperation and identify both existing and potential crises and the opportunities available. It also provides evidence of the necessary changes from outside the organisation (Pollack & Pollack, 2014). In the implementation on Fortescue, the stage involves identifying the climate change harm the environment, which is a threat to animal life. The climatic changes are contributed by the continued carbon emissions to the atmosphere by the methods of operations used including the use of fossil fuel to generate power. Therefore, the United Nations Environmental Programme and Climate Pledge are among the organisation that seeks to ensure net-zero carbon by 2040, which necessitate the change of operational strategy. The change will ensure the organisation is strategic to the adoption of renewable sources of power as well as acceptability in penetration in the global market. Therefore, the organisational employees are requested to support the change and take up the opportunities in decision-making for the success of the strategy.
[bookmark: _Toc89081792]Step 2: Forming Guiding Coalitions
The stage involves the creation of teams that support the effort to change that should be based on the values of shared objective, level of trust and correct composition. Equally, the team should have adequate powers in the management structure, credibility and the expertise to offer leadership and bond each group to working together. The team should show commitment and enthusiasm to deliver crucial changes (Aldemir, 2010). Fortescue requires the development of committees such as the board of directors, climate change committee, and audit, risk management and sustainability committee. Additionally, it requires assigning the responsibility to each committee to ensure there is no roles duplication and strengthen the focus on the achievement of the goals. The teams have an excellent understanding of the individual or team to report to or acquire information from for effective decision-making.
[bookmark: _Toc89081793]Step 3: Creation of a Vision
A vision explains the organisational value in the future which is expressed through the idealised future of the organisation and the direction of the employee to follow (Suranga, 2014). The vision is crucial in motivating stakeholders in acting for the strategic direction and assisting the management in operations coordination. The step requires the organisation to develop values to be applied in the implementation and application of change as well as strategy to follow in vision execution (Revenio & Jalaget, 2015). The Fortescue objective is the reduction of carbon emission to zero by 2030, therefore, adopts the vision of leading the heavy industry commitment against global warming, which require the adoption of values that build a culture that drives performance that differentiate Fortescue from others. The organisation set to build values of safety to drive the need for use of operations that emit less carbon to reduce carbon levels in the environment, family in caring for everyone where within the organisation or not and empowerment, which establish the urge to grow within the organisation and introduce safer ways of carrying out activities through encouraging innovation. Another value is frugality, which requires the use of means that conserve energy such as the use of renewable energy sources. The stretched targets involve the requirement to commit to work within the duration to realise goals, integrity value require the use of the established organisational behaviour to carry out activities. The other values are humility, enthusiasm, courage and determination.
[bookmark: _Toc89081794]Step 4: Communication of the Vision
Kotter’s eight-step model requires the involvement of people to realise change, who in return are required to make sacrifices and are willing to move out of the status quo for improvement. This step requires sharing the vision with people to create a common direction and goals (Aldemir, 2010). The step requires Fortescue to engage with the employees on the change of the vision and inform the stakeholders on the direction of the organisation providing feedback to the question that may arise concerning the change. The communication of vision requires training of the employees to perform as expected and adopt the strategy and values of the organisation. In this stage, Fortescue will seek to influence the alignment of the stakeholders with the vision and guide on how to implement the strategy.
[bookmark: _Toc89081795]Step 5: Empowering action
The stage involves the removal of the barriers that affect the implementation of the strategic change and giving the employee the responsibilities and power to initiate the requirements of the strategy. The step involves creating skills, confidence, autonomy, and confidence for an accountable process of change. The main barriers of change as identified by Kotter’s model are inadequate skills needed, management discourages of employees to take responsibilities, information and personal systems and difficulty for formal employees to allow change implementation (Glimskog & Hagman, 2015). This step requires Fortescue to identify leaders of change and allocate their main roles in the delivery of change such that each of the committees will be established and assigned the roles. The implementation of the change of strategy in this step will require an extensive look into the job description of each employee involves in the change delivery, their status in the organisation structure and the performance to ensure they have the capability and skills to manage the vision and they have a motivating compensation system. Fortescue will identify the hindrances of the implementation of change and ensure they are aligned to support the change such as lack of resources which require allocation of additional resources to increase the adoption and implementation of the strategy or training the employees to deliver the strategy, which could involve the benchmarking and acquiring new skills to support the implementation of the strategy.
[bookmark: _Toc89081796]Step 6: Planning and Establishing the Short-term Wins
The short-term wins are intended to express the viability of the strategy change and increase the implementation operations. Kotter model requires the short-term wins to be unambiguous, visible and successful and state the direction the organisational change is adopting for assessment on the impact of change to the organisation (Ramasamy & Ganesan, 2017). Fortescue requires creating short- and long-term goals for the change evaluation. The short-term goals are used to manage and criticise the progress of change implementation. The short-term goals could be evaluated within three months with monthly reporting of the progress of strategic change such that the challenges are monitored, and the organisation can ensure the change is being implemented according to the plan and the schedule adopted. The evaluation of each activity is carried out according to the expectation and projection of the pros and cons of the implementation of the change of the strategy is done.
[bookmark: _Toc89081797]Step 7: Improvements Consolidation
Step 6 on evaluation based on a short-term win do not guarantee the success of the change. However, each operation must meet the expectation of the short-term goals to create a chance of success of change in the organisation. This step target to improve the organisational structures, systems and policies that influence difficulty in implantation of change as well as acting on developing capabilities of the employee to vision implementation. Fortescue allocates more funding towards the implementation of operations that have low carbon emissions, promoting some employees to manage the implementation of change, acquiring new experienced skills and establishment of Fortescue Future Industries to lead in ensuring the vision of the organisation is implemented and is effective in operations. The actions are adopted after analysis of short-term wins.
[bookmark: _Toc89081798]Step 8: Operationalisation of the New Approach in the Organisational Culture
In Kotter’s Model of adopting change in an organisation, there are two critical factors in the operationalisation of change in organisational culture, which refer to a deliberate attempt in establishing the new behaviours, attitudes and new approaches and establishment of a promotion system that create a succession of management effectively (Aldemir, 2010). Therefore, the stage requires holding regular progress meetings to assist in the process of a new culture and improve commitment to adopting the new approach. At this stage, the values identified at the third stage are instilled as norms to the staff and employees and ensuring the external environment of the organisation can identify the strategy change within the organisation to motivate the fully full implementation of the plan.
[bookmark: _Toc89081799]The Impact of Organisational Culture on the Change Management Programme
Organisational culture is the values, beliefs, behavioural patterns and understandings of the shared membership of an organisation which could be defined by stories, symbols or expressions that promote socialization and create a sense of belongingness in an organisation (Linstead, 2001). In the establishment of change that will affect the organisational culture, it is essential to consider the adequate understanding of the problem to evaluate the urgency of change and determine the planning of change which will help to point out the vision of the change and assess its application on the organisational operations and activities. It is also essential to note that the change will be systematic and create a transition, which will affect the status quo within the organisation that will cause resistance; hence, the requirement for participation and ensuring adequate flexibility in adopting change (Odera & Muendo, 2017).
The implementation of change in Fortescue will affect the organisational culture in terms of establishing the development opportunities in leadership and team practices due to the setting that the change will be implemented through the creation of teams, the organisation culture of focus on achievement of individual goals will be altered, while the organisation will benefit from the new culture by improving the creativity as stated by Tripathy (2018) that people working in teams develop ideas through discussion to improve on innovation. Also, team working builds trust within the organisation which reduces conflicts and promote employee well-being in the organisation. The team working help Fortescue in building cooperation and strengthening relationships within the organisation.
The change in Fortescue will build employee involvement in the operations of the organisation due to regular meetings on communicating the strategy change vision and evaluation of the progress and the best ways of managing challenges. According to Obiekwe et al. (2019), employee involvement builds the emotional attachment of employees to the organisation that improve the commitment of workers and reduce the rate of employee turnover. Employee involvement also ensures scrutiny in the development of action plans and implementation of the plans, which make it crucial in decision-making in an organisation. The strategic change in Fortescue will assist in promoting the culture of collaborative decision-making and improving job satisfaction due to the feel of sense of control and creation of personal challenges for an employee to ensure success.
The implementation of change in Fortescue affects the daily operations and activities within the organisation which interfere with the routine which is essential in organisational culture in developing the expectations on the behaviour of people in the workplace and provide stability through reduction of uncertainties in the organisation (Nelson, et al., 2005). The adoption of robotics and artificial intelligence to automate the operations will create a radical change in the organisational activity routines reduce the independence of the employees in operations, and create tensions due to the dependence of employees in carrying out operations through training and consultation with the supervisors. On the other hand, the break of organisational routines builds motivation, and personal career development of employees as the change in strategy provides an opportunity for the employees to explore new dimensions of their line of duty. Therefore, in changing strategy in Fortescue, the organisation creates both negative and positive impact on the organisational culture.
Fortescue improves on the organisational culture by changing the strategy through allowing flexibility on pressures as a measure to quick response. The change of strategy opens room for the generation of ideas that seek to ensure the vision of the organisation is met. Therefore, the more flexibility, the more the organisational culture is altered while the flexibility helps the organisation in improving in a decision-making capacity, processes, and financial returns (Elsmore, 2017). The flexibility builds the employee capabilities and promotes change innovation within the organisation that strengthens the organisation culture. For instance, Fortescue allows flexibility in iron ore exploration to recommend methods of operation that align with the decrease of carbon emission, which promote research, knowledge sharing and innovation to achieve the goals of the organisation.
[bookmark: _Toc89081800]Reflection
The implementation of strategic change according to the management plan is adequately effective and not only builds the organisational culture but also orients the personal careers of employees into opportunities for growth. Additionally, it assists in earning a competitive advantage in the market as it is preferred for operations across the world due to its commitment to environmental safety in its operations. However, the implementation of change faces critical barriers such as the element of resistance to change as a way of employees refusing to come out of their comfort zone. In the organisation, the resistance to change creates difficulty in achieving the organisational objectives which risks failure to implementation of the change. It could be observed that the resistance to change is necessitated by the fear of changing from the personal specific goals that align with the existing strategy to a new strategy that could deviate from their wish of achievement. Additionally, it is caused by habits that create a reaction to change as a result of being accustomed to behaving in a specific way and feeling insecure in adopting the proposed changes (Georgalis, 2015). Therefore, it is critical to ensure adequate communication of the strategy change to allow alignment of personal career objectives with the organisational change of strategy and allow involvement and participation that allow sharing of information and contribution of ideas to create confidence in the application of the strategy change.
The organisation also suffers incompetence in managing climatic change due to a shortage of knowledge and lack of expertise to manage the execution of strategic change. The strategic change in Fortescue requires the availability of professionals to work with robots, analyse the computations of artificial intelligence and develop actionable commands and operate equipment using electrical power. The availability of the skills is limited which create a challenge in the implementation of the strategy within the duration required. The organisation is concerned with the lack of interest in the adoption of change which could be caused by the threat of adoption of automated machines will cause redundancy in some employee’s positions of occupation. The organisation must ensure the initiation of an extensive training program to improve on skills in the organisation and adequately support the Fortescue Future Industries to ensure they create adequate innovations to support the artificial intelligence and robotics operations in the organisation. Equally, it is critical to consider hiring skilled and experienced staff to manage the operations associated with the change and share skills to increase the number of competent skills in the organisation.
The selective perception is also an issue of concern such that the majority of the employee do not appreciate the need for commitment to the decarbonisation of operations as noted by Revenio and Jalaget (2015) that most employees appreciate the change that affects their personal goals and objectives directly or indirectly and ignores the changes affecting organisational welfare or organisational external environment. The lack of information could also be the reason for not committing adequately to the strategic change. For instance, employees raise questions on the need to acquire net-zero carbon emissions which is difficult to link with their personal goals and the impact of increased carbon emissions to the atmosphere can only be scientifically explained and noted. Therefore, Fortescue must ensure adequate information is provided on the risks for not meeting the net-zero carbon emissions by 2040 and the impact it has on their careers. Additionally, carry out effective educative programmes that inform on the importance of climate change prevention and the ways of preventing adverse effects to the environment.
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