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1./ Evaluate knowledge, skills and ability in relation to change based on the CIPD profession map

I have reviewed the CIPD profession map with my line manager Alison Jones and we have evaluated my knowledge skills and ability based on foundation level with occasional transition to associate level.  We evaluated a change that we had previously undergone relating to a restructure. The work I carried out was mainly at foundation level as the change was a companywide change and the higher work levels had already conducted the work around higher level and my role was very much around implementation of the change at a store level.
Change is a core knowledge section of the CIPD profession map, we looked at each each core knowledge criteria and discussed my strengths and opportunities for improvement

Strengths

For foundation level I have a good understanding of what is business case is and it’s purpose when managing change, in this instance the change was to align the structure to be more in line with competitors and to support transformational change in line manager accountability to ensure they become responsible for their teams from start to finish, allowing the people team to move away from transactional tasks and become a more strategic transformational role.

For foundation level I have a good knowledge of the importance of planning and managing change, this knowledge transitions to foundation level as my knowledge of different approaches to managing change is strong.

I have a good knowledge of the importance of people in change and the impact the change has on different people at different times, I can describe the Kubler ross cycle of change and used it in how to best support the managers involved.

Development opportunities
I need to focus more on reviewing the change following implementation and ensuring continuous improvement to ensure the change is embedded.





















2./ SWOT Analysis

	Strengths
	Weakness

	· Move to flat structure
· Structure aligns to competitors
· Increased line manager ownership of team
· Reduced payroll cost
· Increased level customer facing colleagues
· Increased work level for line managers, including increased. benefit package
	· Redundancy cost
· Increased absence 
· Increased turnover
· Loss of expertise
· Negative impact on colleague engagement
· Current line manager capability does not match increased work level

	Opportunity 
	Threat

	· Training and development opportunities
· Improve current technology in people system
	· Media coverage negative impact on brand
· 



As part of the change to the store structure, HR is the driving force behind embedding the change, the HR role will involve working in partnership with the store manager to ensure the change is landed effectively. HR implications following a major change are: 

Changes to recruitment and selection processes – the current recruitment process is no longer fit for purpose and the job description and person specification is no longer valid for the line manager role.

Changes to succession and talent planning – the current colleagues on development for work level 2, (the previous line manager work level) will now need to be re assessed to fit the new post change work level 3

Learning and development – HR will need to complete a training needs analysis for each individual line manager and a comprehensive training plan will need to be delivered to bridge the skill gap, each line manager will need support from HR to ensure they have a robust personal development plan and ensure this is reviewed on a regular basis

Coaching and mentoring – due to the increased work level each line manager will need to be coached on required behaviors 

Counselling – HR will need to ensure they are available to support the line managers through the change, especially the unsuccessful managers

Employee engagement – change to line managers has an impact on colleagues as they have working relationships with line managers, this can affect colleague engagement, as they may feel the loss of a manager, possibly resulting in a loss of engagement, HR must ensure communication is regular and honest with colleagues to ensure they are also supported through the change
 
Colleague wellbeing – uncertainty regarding the status of a role can cause anxiety for the people involved in the change, regular check ins from HR can support the individual through the change, wellbeing surgeries should be set up by HR to ensure 

Performance management – regular one to one meeting and review of line manager performance is essential following any change, feedback on required behaviors and review of personal development plans needs to be a priority to ensure the change is embedded 




















































3./ Stakeholder map – Change to structure

	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

	Store Manager
	High
	High
	Key player

	Line Managers
	High
	High
	Key player

	Union Representatives
	High
	Low
	Keep satisfied

	Colleagues
	Low
	High
	Keep informed

	Regional People Manager
	Low
	High
	Keep Informed

	Regional Manager
	Low
	High
	Keep informed

	
	
	
	

	
	
	
	



