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[bookmark: _Toc78233075]INTRODUCTION

The purpose of this portfolio is regarding the Google case study, where the problem within the company arise on sexual harassment and racism which led to Me-Too movement of employees around the world to walk out in protest regarding the issue and this portfolio will show how this problem can be dealt with and further it will carry out changes that will enhanced the company by enforcing new measures to tackle the issue that arise.    
However, there will be Kotter’s Eight Steps of Change management applied towards the case study to determine the issue and this can lead the change with its approaches to the company and create changes efficiently and effectively.
Furthermore, there will be Thomas-Kilmann Conflict Model applied, this model will look at resolving conflict at Google and the best way to solve the problem, however this model will also be linked with other models to see what its lacking in it by comparing, where it will give more initiative to understand the models advantages and disadvantages.
And also applied will be terms of reference, where the writer will assume being part of Google board, to consult the issue with their own discussion, therefore this will lead to making a proposal which will lead to address the issues and how to resolve the problem. 
Further there will be a reflection writing about how the experience was with this portfolio and this will be done by using Gibb’s reflective cycle.


  









[bookmark: _Toc78233076]PART A. KOTTERS EIGHT STEPS OF CHANGE

This model was developed to change a persons or management ability by applying the model’s steps, this also can be useful to boost their way to success, (Periyasamy, 2020). This is an eight-step model for change, which Is provided by John Kotter. 
[image: Kotter&#39;s 8-Step Change Model - CIO Wiki]
Figure 1, Kotter’ 8 Step. Source CIO WIKI.
         

The positive of Kotter’s model is an easy application with clear instruction and directed well towards the process of change, this model also can be applied with ease. And gives importance to employees to be successful in the process. The model also gives significance to put together and accept change, where the new change can take over the process of change that’s already there, (MSG, 2021).
The negative of the Kotter’s model is, that it can cause problem by missing a step as the model goes by step by step. And furthermore, the process takes a lot of time. Also, the model rejects any scope involvement or concepts and can cause bitterness and disappointment among staffs that’s if individual demand is given notice, (CIO WiKi, 2021).
And however, there are limitations on Kotter’s model. In an example, the first step must be applied and if it’s not applied then it will make the other steps difficult to implement. Making those all eight steps hard to execute, (Sidorko, 2008). Also the model doesn’t draw up much information enough on some parts to provide help in all situation, as there is not much commitment to change and these are important aspect of the area to be looked in to, (Kotter and Cohen, 2002). 



According to the Google case study regarding the issue on sexual harassment and racism, Google can use this model to make a change as the model has eight steps and Google can plan these steps to make a change to the Me-Too movement that led employees to walk out all over world due to the issues addressed. The model provide procedure to manage change that lead to success and avoid problems in the future, (Kavanagh and Thite, 2009).
In the first step, establishing a sense of urgency, people need to be motivated or having the urgency will be moderate but also its not easy for important people to engage in the process of change and that’s due to having little urgency, the first step is important to apply as it has been failed by many, (Kotter, 1995). 
Leaders are key individuals to play a part to produce the sense of urgency and these are important for leaders for them to create that sense of urgency by knowing that the company’s success and their survival is at risk, (Kelman, 2005).
Applying this on the Google case study, the leaders and management must be involved in resolving issues that has arisen, for a change to happen. The sense of urgency must grow between the leaders and management and show this to the employees in order to take the right action to solve the problem on sexual harassment and racism, and these factors can be sorted out by having meetings involving employees to assure that the employees are getting supported by the management. At the meeting they can look at the potential threat, which management can change the internal environment and make assure the employees are treated fairly, this will allow continues success for the company. Management at Google need to be motivated to adopt the change and this will allow employees to stay motivated. The need for change must be known, or the people of power will not have the ability and trustworthiness to initiate the required change plan, (Kotter, 1997).

Step two- Create a coalition, bringing together a team that will connect to the change and approve it. And the guiding coalition can be people that are in power, leadership, professionals from outside, (Kotter, 1996).
Management skills are needed to control the action and details, making the vision to steer the change, (Kotter, 1996).
At Google the leaders need to convince the employees that change must be made, and leaders must be strong to form that and give support to employees and that’s from the people in power at the company. To lead the change Google must resolve the issues to build a strong coalition amongst the management and build trust again to ensure the problem doesn’t arise again and employees don’t walk out in protest again.
Management has a lot of viewpoints of discipline and work experience, to allow employees to follow them, (Kotter, 1996). And Google management can take these step-ins allowing change, this will erase the issues and employees can feel secure to work at Google.
Step three- Creating a vision, vision shows the way a company must move, and vision motivates individuals to take measures suitably, also it helps alteration from managers to correlate occupation of different member, (Kotter, 1995).
Having clear vision takes in to understanding clearly of plans and regulations, accordingly overruling, influences the vision adversely, (Kotter, 1995).
Google need to create the vision and the leaders has to take responsibility in expanding the vision to its accuracy and show understanding to the employees of the strategy being used in order to apply the change with understanding of the core values set and this is clearly communicated to all.
Step four- Share the vision, change is not easy apart from a lot of individuals are prepared to help in the company, however employees will not make sacrifices, even if they are unhappy but only if it’s in their believe that there is a convenient change likely, (Kotter, 1995).
In-depth communication is required to change the efforts, but actual communication arise from activity, which are stronger from messages and words, (Richardson and Denton, 1996).
Google need to communicate the vision, the company can engage with employees to rectify the problems that has arisen, and solve the issue on sexual harassment and racism before making the change, the management can engage in communication with the employees and take in their questions and solve it, as this step shares vision, Google can go extra step by implementing this and resolving the issue, where this can help the change and also strengthen the company.
Step five- Empower others to act, the importance of this step is to empower many individuals to take measures by eliminating as many barriers to the application of the change vision as possible, (Kotter, 1996).
Empower is giving power to the employees which gives them the say what’s need to be done on the process of change, this also is a step that provides employees with knowledge, skills, opportunity, and also give responsibility to the change, (Gill, 2003).
According to Google case study the employees have lack of voice regarding the issues but having the protest, their voices can be heard by Google and this will allow them to take in feedback and improve the organisation, the employees can execute barriers to make that change and become more independent. Google need to listen to employees to implement the right change, and the company can give training that are right skills to the employees to make that change.
Step six- Short-term wins, this step describe that the change attempt is paying off, (Kotter, 1996). Short-term wins remove barriers to change by strengthening the change vision in the minds of employees, (Dritina et al, 1996).
Creating this step, Google can motivate the employees and put in confidence in them so that it can achieve the change advantage, but this must be visible through the company and clearly relate to the change effort. This step can lead the change for Google as this can stop the company from losing momentum and will help with engaging with employees and see what needs improving.
Step seven- Don’t let up, It is appealing to managers to proclaim triumph in the first instance of showing development that is visible, but it is important for leaders to use short-term benefit in order to address other affair, like systems and structures that isn’t in order with recently applied change, (Kotter, 1995).
Google in the case study need to keep pushing to resolve the issues, by doing this the company can change the culture, and they can lead the change as a creation and employee are a big part of the company and building trust with them is key. Therefore, a positive relationship with the employees must be good towards the change commitment, and this way Google can look forward with the change and don’t go back to their old habit by keeping momentum with the change.
Step eight- Anchor the changes, In the final step new behaviours are an issue to humiliation if they don’t establish social norms and values, once the force for change is alleviated, (Kotter, 1995).
Google can make change in every area in their company, they can set values for their employees, they can show results of the issues being sorted out and can discuss the advantage that is there with the change. Leaders can anchor change to boost the employee morale, and confess the value, and eliminate the old culture.
[bookmark: _Toc78233077]PART B. THOMAS-KILMANN CONFLICT MODEL

Conflict is a failure at an operation relation between people, and there’s some who cause conflict at work due to suspicion of an incident or at a occurring state of affairs, these appear in between two or more parties, in groups or individuals, (Deutsch, 1973). 
The perspective of organisational conflict shows that unitarist perspective view shows that conflict is extremely unreasonable that’s because of the set values shared by employees and management.
The pluralist perspective on conflict acknowledges the reality of employees and management don’t show the values or interest that are shared and each of them work on their own.
Interactionist perspective is a constructive strength and that best level of conflict should exist and handling it with feeling, so this can motivate managers to keep up with less level of conflict where the level can be enough to keep a group inspired and advancing.
And the radical perspective, individuals acquire knowledge at large performer that organisational rules are in force to make sure this will happen, groups and individuals are in power of their own learning and they take advantage of it, (Ortenblad, 2002). 
Thomas-Kilmann model judges a person’s regular behaviour in conflict circumstances, this is set out in two elements which are Assertive and Cooperative, and this model also sets out 5 conflict models, which are Competing, Accommodating, Avoiding, Collaborating, Compromising. 

 [image: 5 Conflict Management Styles at a Glance]
Figure 2. 5 conflict management, (Sources of insight 2021).





· Competing- A win or lose viewpoint, you act in an ideal assertive way to achieve the objective, by doing this you are not seeking cooperate with others and it may be at cost of others. This approach can be useful at times of emergencies by nature or for quick action and others get to know so they can support the approach. 
· Accommodating- Cooperative at high level and to do so at your own will, which makes goals achieve on your own with objectives and positive outcome.
· Avoiding- This is when the issue is skirted. And not sharing with others to reach the goals and you’re not assertively to run after your own.
· Collaborating- This is where the group or individuals pair up with others to gain the goals of both sides. This way you can be free of the win-lose model and look for the win. This can be productive for the structure where the need to find a different solution.
· Compromising- This is a lose-lose storyline, where the known groups get what they want. And this require modest amount of assertiveness and cooperation. It can be suitable for the structure where you need a short-term solution, where both groups have evenly main objective.
	




This model has its advantages and disadvantages on each conflict style. The advantages using competing, you can settle a conflict swiftly but on the other hand disadvantages are you may have to surrender friendship. Accommodating ability protect friendships apparently but it can take you to a feeling of displeasure. Avoiding can be of intelligent to turn away trouble in the short run but however it cannot resolve the issue. Compromising can reach the demand of each group but cannot satisfy everyone. Collaboration can come up with a clever result but needs a lot of time and a lot of attempt to attain, (Thomas and Kilmann, 2001).
However, the Thomas-Kilmann model can be compared with other models. As the Rahim’s Meta-Model describes that there is not a perfect outlook on the way to construct resolutions to lead or manage conflict, Rahim created this model of conflict on two dimensions, which are concern for self and concern of others, (Rahim 2002). This model teaches that many conflicts emerge in the course of decision making process, as dysfunctional conflict obstruct team performance and interpersonal relations and that’s because of a person’s self-interest in applying a specific decision and functional conflict set out a business purpose with employees to elaborate in the conflict concerning which plan to apply, (Rahim, 2011).
The Rahim Meta-model is more effective than the Thomas-Kilmann model, as the Kilmann model can only be highly effective when used properly at the right situation. 
And then there is the Khun and Poole’s model, where there are two sub models, distributive style, as an approach that is fixed in useful result and resources and the win-lose situation, and next style are integrative, where the groups, when applying this will want to understand both parties need and make the best outcome out of it, and also the integrative model has been far better in task related outcomes than the distributive model, (Khan and Poole, 2000). 
The integrative conflict approach, employees are motivated to share ideas and worry through collection of resolution techniques, (Lynch, 2001). This approach inspires groups to share their perspectives and views, as everyone in the group set up good empathy and understanding of the other groups goal and demand.
And connecting this to the Thomas-Kilmann model, the collaborating style doesn’t implement with ease as it takes time to get to useable solution. And if groups collaborate there is a worry that everyone’s working style and management styles may come to a collision and this is because before the collaborative effort, the groups may not have worked with each other in that role, which makes the different styles being not evident on deciding on a solution.   
Applying the Thomas-Kilmann conflict mode on the Google case study is to first identity the conflict at Google which is regarding the employees anger on Google which, making employees walking out from the company around the globe, and this is due to the issues arise on sexual harassment and racism, this is however is interorganisational conflict at Google, this is where this model can help Google resolve the conflict that has popped up and use it without ignoring and know their audience or it’s a damage to their reputation.
Accommodating can have an impact on Google, with this style the company can put their needs to hold and act on the needs for their employees and as the employees know the problem, but Google is not taking any action, but the objective is Google need to satisfy the employee needs and eliminate the conflict. This style is unassertive and cooperate and it’s the opposite of competing. The company can maintain relationship with their employees, and keep down loses, also preventing from damaging employee morale but the practical approach is only done when the other group is more experience on an issue, and you don’t care enough.
Avoiding the conflict Google wont deal with the issue and will create problems on the company as it is a big firm, and this will be bad for Googles reputation if the problem is avoided and left unattended.
Compromising style can be used on the case study as this style can satisfy both Google and the employees on the conflict and this can maintain each other’s relationship but there are partial assertive and cooperative with the style.

Using the collaborating style will make both parties assertive and cooperative. And this style can be applied to resolve the conflict on the case study and after analysing this style, this will be best for the management to resolve the conflict at Google, because this style can be the centre of attention regarding the issues, this can give Google to stay at their own position and listen to the employees demands and views to get a solution and this is a win-win situation which will satisfy both parties with a resolution. And it can build relationship with its high assertiveness and cooperation, which will work best on resolving the issues that are arisen on the case study, for this to be successful Google can listen to employees views and take in ideas from the employees as they are vital part of the business and the company can make decision to satisfy everyone with high results.



[bookmark: _Toc78233078]PART C. TERMS OF REFERENCE
	1. [bookmark: _Toc78233079]Background
	The reason of this proposed project is to resolve the dispute issues on Google which arisen by employees walking out. Google is a multi-national company whose activities related in different countries and this problem has affected other countries as well, where there is organizational culture and it is important to build cooperation with employees.
 The motive of why I am selected by Google is to perform this project and to let Google know that action must be taken to address the problem and that’s the reason I am here, as the problem need to be dealt efficiently and in a professional manner. Information will be collected from all the sources like the employees’ feedback and the company has employees of multi cultured that are working for Google.
Stakeholders roles like management need to implement new policy and employees to comply with the new change. The project need is to deal with the dispute so that it protects the future of the company and the company’s employees are important in the role they play in the organization. Customers are important as they are the means for Googles survival and an important part of stakeholder as they use the company’s products and increases their revenue.

	2. [bookmark: _Toc78233080]Objectives

	The importance objectives of the proposed project are to safeguard Google from external and internal threat that may harm the organizational environment, the threat also will damage the Google reputation.
 The first stage is in order to achieve trust amongst stakeholders and maintain relation within the company, effective communication being open to each other so we can try to succeed and supporting the change process which should involve all the stakeholders.
 The resources needed are financial, time management, people like employees, management, environmental scanning such as Pestle and Swot analysis. The project target audience are Google customers, investors, suppliers, online users to rectify the image of Google in order to build a better sustainable business presence. And Mckinsey 7s model will make a change in the organization.

	3. [bookmark: _Toc78233081]Issues
	Gender in equality and racism must be avoided at all stages, sexual harassment issue must be addressed in order to find a better solution, having better representatives for employees to give them the voice to speak on their behalf. It is important to analyze and evaluate sexual harassment and racism, these criteria effects and has impacted Googles sustainability. 

	4. [bookmark: _Toc78233082]Methodology
	The project implementation process will have the following key phases, the first determine strategy to use in resolving the conflict, the second is to implementation of change management and organizational structure, the third is to bring in new measurement to deal with internal issues efficiently. Management need to be involved motivating leaders to establish cooperation, raise awareness and creating a team coalition, employees need to be involved in working alongside management to create a change in a better working condition and sharing the same objective to implement better work culture, management need to break down barriers between employees. 
The content is to implementing change that will be reviewed on monthly team meetings. In order to monitor information, the use of data collection, and feedback, internal memo notes used between departments and emails, these are the information collection tools that will be used. The copy right rules will be in place for the data that is collected, and all personal information will be used internally in the organization.

	5. [bookmark: _Toc78233083]Expertise

	The proposed project will involve different type of work such as planning, setting up teams which will consist of managers, specialists, staff members from different departments and also consultants, change management, implementing new rules and regulations will be type of work that will be carried out and also it will help to provide safe and inclusive workplace.
 The skills we require for this are communication, problem solving, researching skills, experienced in project management, leadership skills, awareness and motivation, analytical skills, interpersonal and team working skills, also the ability to critically think in order to implement change. 
The individuals need to be involved for this project is one team leader, one consultant, two I.T expert, two researchers, one person from HR department and employees from various department. 
The period of engagement will be reviewed every two weeks for each team member for a time limit of every three months. Team leader will be leading the team and giving out the work schedule to other team members and he will be getting feedback for the work progress, consultant job is to come up with a proposal and a plan for the project, data storing and  processing relevant information and uploading projects reports will be dealt by I.T, researchers will be researching valuable information, HR will be dealing with the financial side, employees will be coming up with ideas and feedback. The relationship must be of commitment together for the same vision and accomplish the mission to complete it.

	6. [bookmark: _Toc78233084]Reporting

	The table of contents.

        Objective and Scope…….1
        Issues………………………2
       Methodology……………….3
       Work plan………………….4
 Resources………………….5
 Expertise……………………6
 Budget……………………...7
Time…………………………8
Feedback…………………   9

Standard and principles need to be followed through annexes. Submission dates are set for 30 days. Toucan Toco is a computer software programme will be used for report writing. The people responsible for reporting are the project team members. The approving will be responsibility for the board members or the managing director. The responsibility of presentation and report production will be the team leader. 
The number of copies of information to be created according to each department within the organization and this will be done by email, put on notice board and memo notes.



	
	

	7. [bookmark: _Toc78233085]Work plan
	The object of the proposal is to find a solution to the dispute situation in the organization, this proposal will be implemented by creating a coalition of various team members to find a way to adapt to change. The team will do activities such as jointly finding a solution that is agreeable by all to resolve the dispute.

Activity schedule:
Selecting team leader (very important).
Selecting team members (5 days).
Set up team meeting (7 days).
Reporting Feedback (9 days).
Scanning analysis (8 days).
Plan of action (5 days).
Approving (12 days).

The financial resources of will be allocated to this project by the board after the proposal from the consultant have been received.
  













[bookmark: _Toc78233086]PART D. CONSULTANT PROPOSAL	

INTRODUCTION

At this proposed consultant project, I am addressing the issues of sexual harassment and racism that has arisen in the company that led to employees walking out from the organization and this action can affect customers and suppliers. As a consultant my aim is to resolve the problem and I have an agreement to do so and also as a consultant I understand the environmental scanning skill and based upon the problem there a different level of environment can be affected and my perspective is to give solution that is a positive outcome. In addition to the problem I will be applying the Mckinsey 7s model to bring a change, I will be collecting information to provide necessary decisions concerning the problem and this will be of benefit to enhance Google recognition.

PROBLEM

I am working on the dispute between Google and its employees. The issue of the problem at Google is a dispute in the organization, where this can affect the consumer market and its affect is already having issues all over the world in the Google organization, the problem I am trying to sort out will be internal and external environmental scanning to bring stability to the organization as environmental concern is important in a big company like Google and to resolve the problem from the companies environment.
If the problem not resolved Google will have bad reputation, the image will go down, level of staff morale will be low, which will affect the workload. Google is a multinational company which has diverse working culture, diverse cultural awareness will be affected globally making the company lose interest in other countries which will reduce their revenues but may increase competitor’s revenue and also will affect suppliers and customers, who are the success of the company and means of generating profits.



SOLVING THE PROBLEM

For my project to be successful, team members will be needed to perform essential task. The team will consist of different personal who will be performing data analysis, collaborating in finding solutions and collecting feedback from employees.
I will be mentoring and coaching to enhance employees’ skills and understanding with accomplishment of work. The coaching will enhance employees approaches in the organization and this will help connect and develop relations between organisation and the workforce. The development of strength of employees will give opportunities to Google to identify and take advantage of the situation to increase it more. 
In my knowledge and experience proposing a training programme with involvement from all stakeholders for the development and implementing, addressing the objectives of the organization set of goals is necessary. This will remove the actions of both parties and create a good rapport with each other and come to terms for the organizations vision and mission to be on the footprints.
And, I will be solving the problem by performing environmental scanning, this can be done through using the tools such as pestle and swot.
The pestle analysis will be of benefit to Google, as this analysis is external and of macroenvironment, it can make the company understand the external environment, applying this is to prepare strategies and an effective element to deal with Google dispute. Pestle can help Google for making decisions that are driven into actions. 

· Political: Government stability.
· Economic: market stability and growth.
· Social: social media growth, users of diversity.
· Technology: internet access to developing nations
· Environmental: develop help on the environment.
· Legal: privacy regulations, restrictions on customers confidential information.



It is important to understand Googles internal factors such as strength and weaknesses, opportunities and threats, SWOT analysis is one type of tool that investigates the organization’s internal environment.
· The strength of Google is globally branded, Google has online platform, Google has good base of consumers, Adaptability, integrating into technologies.
·  The weaknesses of Google are dependant of online advertisement, privacy violation, employees strike, other brands. 
· The opportunities of the company can be of storage solution such as I cloud, expanding to other markets. 
· The threats are bias towards gender and problems such as having tensions with other countries. 

Swot is an effective tool for the internal and of the microenvironment which implemented to Google will be a proven strategy to tackle the problem, by using the tool Google can plan the strategy to eliminate the dispute with open minded discussion. 



















As a consultant I want bring a change in the area, the Mckinsey 7s model can be effective for Google in implementing the change, it can improve the performance and have a strategy to best find a solution the Googles problem.



[bookmark: _Hlk77982391]

Figure 3, Mckinsey 7s framework.
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Figure 4, “Seven elements, Hard and Soft”


Google problems can get effectiveness done by using this tool, with the seven elements implemented. The organization can regularly improve performance and make changes to their management successfully. Shared values are importance of the model as it can connect the behaviours with staff to follow the right path of their performances. Google can adapt values of trust and of accountability to connect with staff relations and eliminate future problems. 
And management are involved in handling the hard elements at Google. As of soft elements they are harder to narrate but this are more influenced by the organization, but both are as important for Google as it will bring success and running of the organization which will also rely on staff element which will involve skills, this tool will facilitate Google in to a change  with a new strategy and the company will look at the areas that need addressing like the problem that has arisen in the organization to be identified so that it can be implemented with the change.
 











SUMMARY/ CONCLUSION

As a consultant I have concluded the project to Google to adopt the functionalities and standards.
Environmental scanning is important to the company to get the strategic planning, it allows Google to make sensible decision and the tools used adds fundamental significance to organizations for them to resolve the problem.
For the external environment, Pestle analysis will help Google to utilize opportunities and reduce threats. As of internal environment, the Swot analysis will result in Google to benefit on their methodology by using the tool can assess their issues and raise awareness in deciding.
Furthermore, Mckinsey 7s model applied is to identify the areas that Google can make effective decisions and restructure the company to embrace a change.
[bookmark: _Hlk78200396]And the feedback from employees will provide information such as any issues that are affecting their work, their opinions about the dispute with the organization, their concerns for their welfare. However, the tools provided will be of distinct purpose to be used to eliminate the issues and it is necessary to understand them for expanding the organizations action plan.




[bookmark: _Toc78233087]PART E. REFLECTION

At reflection, I am describing my learning outcome from the module, I am using the Gibbs reflective cycle to analyse my experience. The module taught me in how to resolve conflict at organization. I have been involved with classroom interaction to make me understand the idea of the whole module and we did this as a class online, I have learnt to understand how conflict impacts a company and the need to identify what will happen if not resolved. I enjoyed the module as it teaches me the concepts of conflict management at work and it also taught me in how to do proposal in order to make a change. This learning has improved me in knowledge and the Thomas-Kilmann model was really pleasing to me and to do a consultant proposal was a great experience.
My feelings first was a bit negative in doing the module as I thought it was a lot to do and some of the aspects I haven’t come across before, but I know without learning through module I wouldn’t gain knowledge of it and however as each sessions went on, it has made me learn a lot and especially through classroom interaction, which motivated me to think a lot better.   
To evaluate the assessment of myself from the module, I had a good experience on how to use theories on organizational conflict and how to be practical on doing proposal. However, my bad experience on completing the module is having an online experience and not face to face in class due to the pandemic, this made me take a lot of time finishing the subject. Overall, I learnt a lot on the module and my aspiration is to focus on my own personal development to be confidence in challenges as I know I can improve more and do more critically.
Analysing my learning experience, it went on well as this module taught me to gain knowledge on the subject. It has made my strength grew each day by classroom interaction, it has made me be more influenced. In my thoughts it is important learning this subject as it increases my effectiveness, which gained from the 10 weeks of learning. It has made me to understand how critical thinking are so important on an organization and teaches me that there are solutions to all problems.
Concluding this, the classroom learning has engaged me in the experience of the module, where I can take positive outcome from it to any organization, this will allow me to personally grow and tackle issues with the experiences I have learnt. I have seen my learning improvement on different areas upgrade but I could do better to improve myself when faced with challenges like this module and the more I learn will make me more enhanced efficiently and be a good critical thinker.  
Having an action plan, my learning experience will influence me in my vision in the future. Furthermore, I will need to grow in confidence in myself, which are important aspect for me, and this learning will give me more courage going forward and see the brighter aspect of my life.























[bookmark: _Toc78233088]CONCLUSION

To conclude, Google can adapt the models of conflict management to resolve their conflict issue, as a multinational technology company it is necessary to understand the problem it is facing before eliminating it with applying the models of conflict.
However, the environmental scanning of the internal and external factors of the company done to assume the position of Google, this scanning is in a context of Google to adapt more depth to resolve the dispute.
Furthermore, after analysing the environmental factors the findings were through external factors of Pestle and internal factors of Swot, which provided to be a strategy forward for Google to tackle their issues and make improvements in the future.
In addition, through the proposal, Mckinsey 7s were added for management to make a change in the company using the 7 elements.
The consultant proposal was an essential part in the process of dealing with Google dispute, as it produced creation of value for Google through the implementation of knowledge, using expertise skills.
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