On The Job Submission
1.
Evaluate Knowledge
When discussing knowledge and skills regarding change, referencing the profession map, it is clear to see I have experience withing implementing and actioning a change within a corporate organisation, but the development need lies within creating a case for change.  The largest change experienced is a restructure of the management team in January 2020.  The restructure was created and rolled out, which meant that the board and shareholders had approved this prior to the announcement to store and people managers. Information was cascaded for myself and the store manager as we were not affected, so although I did not forward and create a business case for change, I had complete involvement of all the aspects of the profession map after the proposal stage. 
Upon hearing of the restructure change within the management team, I knew I needed to ensure that complete organisation was key to delver to timescale.  This change was a top-down, directive approach happening through the whole organisation.  The need for change was to align all the team to the same level.  This was good news for the successful candidates a a salary compensation increase, however I was very aware there would be unsuccessful candidates for management positions due to the scaling down of the management team.  Fully aware that emotions would run high and ensure that myself and the store manager were prepared fir at eventualities such as people walking out, sickness within consultation period, high emotions, and anger.  
When an embargoed structure change is delivered to a management team at the same time, the level of tense emotions is incredibly high.  Remaining calm and following a brief is imperative, it is vital that any manager that wants to ask questions is aware they can do this in their one-to-one consultation meeting.  
Time must be given to individuals that need it; some will want more time than others.  The emotional cycle of change and Maurer’s 3 level of resistance to change are definitely models that reflect ‘real life ‘activity. There is much negativity at the start with lack of confidence in the change but as the process continues with individual consultation meetings, managers start to trust your judgement when you can speak more freely and explain in more detail, tailoring the way in which you speak to different people for levels of understanding.  From a people perspective, looking after and recognising different individuals’ reactions remains important as well as adhering to timescales.
Check lists for every step of the way will aid timeframes to be adhered to.  Planning is imperative as well as keeping the sense of urgency to complete. 
The 2020 restructure consisted of and interview and written work regarding Morrisons Ways of Working, these were both scored.  As there were different elements to consider within the restructure, managers were very fearful of losing their jobs and the unknown.  There was complex planning to ensure each element was conducted to timescale for each manager.
The Pandemic affecting the whole of the UK hit within the restructure process.  The business took the decision to delay the restructure.  Although this was the correct decision to make for the business, it prolonged uncertainty for affected individual with more pressure and heightened emotions and created extra workload of consultation meetings.  I was aware of balancing my own emotions and ensured that I also took time to utilise one-to-one meetings with my fellow People Managers and Line Manager. 
Listening to feedback and knowing the ‘feel’ of the team, balancing colleagues, customers, and management team was vital, not losing sight of the end goal.  Reorganising dates ensuring timescales were adhered to.  Morale kept high by effective communication.  The use of social media enabled the business to capture a large audience as well as daily email communication. 
Both the store manager and I were available for any ad hoc one-to-ones needed by the management team, this two-way communication boosted morale and kept up spirits.
Regular communication with leaders of the business were held, which kept everyone informed.
At the end of the process, all managers were successfully slotted into new posts.  Any unsuccessful managers left the business or stepped into new colleague roles. 
It is difficult to calculate the cost to the business with the pandemic ongoing.  Time will level up where the business will regain profits as consumer habits of spending have changed dramatically. 
In summary, implementing a restructure needs planning and understanding of emotions.  Also recognising your own emotions, balancing yourself and the team. Dethatching your emotions and personal feelings.  Remaining calm and informed with clear communication tailored and flexed for individual needs.  Continuous listening and two-way communication will ensure a smooth transaction. 

















2.
SWOT
	STRENGTHS

Well integrated supply chain
Skilled workers
Own manufacturers
Open food counters
Sale of Morrisons for 7 billion to CD&R
Pension remains
	WEAKNESSES

Online presence
Limited UK presence
Loyalty programme digitalisation
One sole owner, no private stakeholders
Worker conditions may deteriorate
May sell property holdings

	OPPORTUNITIES

Expand online network
Driver Recruitment
Expand within the UK
Convenience stores
Non-food presence
Expand Amazon partnership
New investment
New CEO
Supplier portfolio
Property portfolio
	THREAT

Tesco, Asda, Sainsbury
Lack of Drivers, UK shortage
Digitalisation lagging behind competitors
Covid profits and loss
Stock exchange removal
No vote of shareholders
Owned by an American company
Sale of freehold estates
Restructure



SWOT Implications
There are many questions from colleagues regarding the takeover of Morrisons by CD&R.  The leaders of the business state that there will be no change and that they are simply owners, however, doubt that CD&R will be silent owners is likely.  
From a HR perspective, there are implications that may need input.  The corporate culture may change.  Will it be a top-down or participation led business? Will it be a more sales or innovative culture.  The organisational structure may change in time with benefits, compensation, contracts, and HR policies and practices changing. 
Retention of colleagues is key and giving them clear communication and direction will aid this.  Addressing colleagues concerns and informing them continuously or reassuring them depending on whether there will be changes, addressing any concerns.
When two companies come together colleagues may need further training.  Managing styles may differ which can affect the morale.  Motivation can be low with lack of trust in the uncertainty of it all.  
As a People Partner, I am the link between the colleagues and leaders, listening and feeding back what and how colleagues say and feel. Maintaining stability for the colleagues is my priority, this in turn, ensures stability for the consumer. 





























3.
Stakeholder Map
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

	Shareholders, investors, Financial Partners, 
	High
	High
	Key Players

	Employee, Staff representatives
	Low
	High
	Keep informed

	Suppliers, subcontractors
	Low
	Low
	Keep satisfied

	Media
	Low
	High
	Keep informed

	Customers
	Low
	Low
	Keep satisfied

	Competitors
	Low
	High
	Minimal Effort

	
	
	
	

	
	
	
	



