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AI Declaration
Use of Generative AI in Assessment 
(Lecturer to indicate Yes or Not against each element) 
 
	RESEARCH 
	For this assessment, you can use Generative AI to support you in research, including searching for bibliography, using tools to summarise, compare and interrogate materials. 
	Yes ​☒​ 
 
No  ​☐​ 

	STRUCTURE 
	For this assessment, you can use Generative AI to support you in structuring your submission, including creating a draft argument structure, identifying parts and headings, etc. 
	Yes ​☒​ 
 
No  ​☐​ 

	PROOFREADING 
	For this assessment, you can use Generative AI to check your own text/creation for grammatical and syntactical mistakes, including rephrasing of your own work within specific standards. 
	Yes ​☒​ 
 
No  ​☐​ 

	WRITING 
	For this assessment, you can use Generative AI to create text for submission. 
	Yes ​☐​ 
 
No  ​☒​ 

	CREATIVE 
	For this assessment, you can use Generative AI to create creative materials, such as images. 
	Yes ​☐​ 
 
No  ​☒​ 

	PROGRAMING 
	For this assessment, you can use Generative AI to create and check code. 
	Yes ​☐​ 
 
No  ​☒​ 

	NONE 
	For this assessment, you are not allowed to use any type of Generative AI support. This includes research support, structure support, writing/proofreading support and creative support. 
	Yes ​☐​ 
 
No  ​☒​ 
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[bookmark: _Toc223603163]Introduction
Organisational change is crucial for businesses in competitive markets, driven by both internal and external forces (Hussain, et al., 2018). However, research shows that a significant amount of change initiatives within organisations tend to not achieve the intended outcomes, highlighting the impact of ineffective change management (The Chartered Institute of Personnel and Development, 2025). Successful organisational change requires strategic leadership paired with structured and clear project management approaches. 
Sony UK Technology Centre (UKTEC) is a manufacturer of electronic products based in Pencoed, South Wales, specialising in producing high quality and complex products such as Sony Cameras, and offering contract manufacturing. In April 2025, Sony UKTEC became its own legal entity, branching off from operationally being under the umbrella of Sony Europe. This project involved major preparation and planning with an aim for Sony UKTEC to have increased autonomy. 
This report aims to analyse the change process at Sony UKTEC and apply Lewin and Kotter’s change management models to the change to evaluate their effectiveness. This report will also develop a change management strategy for the organisation, finishing off with a conclusion which discusses the key findings with a view to provide recommendations for the future.













[bookmark: _Toc223603164]2. Case Study Selection and Analysis
[bookmark: _Toc223603165]2.1 Organisation Background
Sony UK Technology Centre is an electronics manufacturing organisation based in Pencoed, South Wales. This site has historically operated as part of Sony Europe. In the past year, Sony UKTEC underwent a major structural change, separating out from Sony Europe to gain increased financial transparency, greater organisational independence, and to operate under its own legal entity. This change affected various aspects of the business and required heavy strategic planning. Greater financial transparency was a key driver behind this change, as previously Sony UKTEC’s financial reports were consolidated into Sony Europe’s overall statements which makes it increasingly difficult to analyse individual branch performance (Wiegand, 2025). 
[bookmark: _Toc223603166]2.2 The Change Process
The nature of the change that Sony UKTEC undertook involved structural and cultural change. Operations within the business were primarily unaffected as Sony UKTEC previously operated with substantial independence. 
The structural change involved the separation of Sony UKTEC from the governance of Sony Europe and making Sony UKTEC its own legal entity. Previously, Sony UKTEC operated with a structure where high level strategic decision-making and operational directives were influenced by higher management at Sony Europe. The result of the separation resulted in a shift of reporting lines for high level management, with Sony UKTEC now reporting directly into Sony headquarters. Furthermore, this has increased Sony UKTEC’s autonomy for decision making, which although increases Sony UKTEC’s flexibility and agility, also increases their risk. 
In any change, cultural change is often the hardest to manage as it is extremely complex and deeply routed within the business. The change that Sony UKTEC conducted required the business to change to act more independently, for employees to have greater responsibility for projects and outcomes to enable Sony UKTEC to shift towards a more performance driven and accountable culture. The result of this is that employees’ values were challenged, which did bring in an air of uncertainty from the change. 
As mentioned, the operational aspects, namely regular manufacturing operations, mid-lower-level reporting structures, and day-to-day functions of the business were largely unaffected. The only real operational change felt was for Sony employees who were involved in the project team – these team players had to spend time outside of their regular roles to aid in the preparation of this change, attending weekly meetings within their team to monitor progress and report back to the project team leader once a month.

[bookmark: _Toc223603167]2.3 Challenges Faced
Throughout the change process, even without significant organisational disruption, there were still challenges faced, primarily culturally based. Employees throughout Sony UKTEC experienced mixed feelings about the change, mostly due to the uncertainty of how it affected them in terms of day-to-day work-life, what this change really meant for them, and long-term job security now that Sony UKTEC is no longer part of Sony Europe. This uncertainty can reduce morale and productivity in a business if not proactively managed (Kelly, 2025).
Another challenge faced within the organisation due to the change was the site identity – employees reported feeling unsure of the direction the business was going to head in due to the separation, in terms of identifying what being a part of the new Sony UKTEC really meant, with some confusion around what the new organisation purpose and values were.
Another challenge faced was predominantly felt by the leadership team, who now had increased responsibility. This is in terms of increased financial responsibility, and increased accountability for performance across the business. 
[bookmark: _Toc223603168]2.4 Application of Change Management Models
The Lewin change management model developed in the 1940s is a three-phase framework for organisations to use when implementing change, consisting of unfreeze, change, and re-freeze (Prosci, 2025). This is seen in figure 1.
Figure 1: Kurt Lewin Change Management Model (Hussain, S. T. et al., 2018)
[image: ]

In relation to this change occurring at Sony UKTEC, the unfreeze section would be identifying that Sony UKTEC required increased autonomy and identifying the steps needed to achieve it. The change stage is where the change takes place – in this case it would be Sony UKTEC becoming its own legal entity in April 2025. The re-freeze element involves creating a new normal for the business. For Sony UKTEC, this stage would have involved clear alignment across the business of the new strategies, creating new key performance metrics, and re-enforcing new behaviours. Although Lewin’s model can be beneficial for its simplistic and accessible approach to change, it is criticised for its linear nature – that it assumes all change is straightforward though in reality, change is often much more complex than that (Prosci, 2025).
Another change management model to evaluate in relation to Sony UKTEC’s change is Kotter’s eight-step model. This model was introduced by John Kotter and remains particularly relevant for modern businesses who are implementing a large, structured change within their operations (Prosci, 2025). The 8-stages are seen below in figure 2.
Figure 2: Kotter's 8-step Model (Prosci, 2025)
[image: ]
The use of Kotter’s 8-step model for the Sony UKTEC case study would have likely been an appropriate model to use as it offers a more comprehensive framework for preparing for a change such as business separation and covers more areas which a business should consider. Differently to Lewin’s model, Kotter offers a more in-depth framework which covers deeper, more complex elements such as communication, vision building, and employee culture re-enforcement – each of these steps crucial for Sony UKTEC’s recent change.









[bookmark: _Toc223603169]3. Development of Change Management Strategy
[bookmark: _Toc223603170]3.1 Change Management Strategy at Sony UKTEC
For the legal separation to have been successfully implemented at Sony UKTEC, the strategy they developed needed to encompass various elements of structural and cultural change, such as communication strategies, cultural change strategies, and leadership strategies. 
A successful leadership strategy involves having a clear vision for the future, requiring understanding of the current situation and what is needed to achieve future goals (Warwick Business School, 2025). The leadership strategy Sony UKTEC focussed on was how leadership within the business was going to change, and how the increase in independence impacted it. Sony UKTEC leaders needed to become more visible, and responsible strategically since the separation, especially as the day-to-day operations did not change. Therefore, leadership played a key role in cultural transformation. 
A communication strategy is essential when organisations undergo changes (Teitelbaum, 2026). A good communication strategy involves a clear explanation of the change – content of the change, impacts of the change, timeline, and the project team, also including the new strategic vision for the business. Sony UKTEC’s communication strategy included regular meetings throughout the business with clear progress reports and information for management to share with employees to keep everyone informed. This included project milestones, project team, impact of the change on the business and the employees. Sony UKTEC also held regular open forum sessions with employees to ensure they were informed. These aspects aimed to make employees feel more comfortable with the change.
Cultural transformation is difficult within any business as it is hard for employees to let go of what has been embedded in the culture for so long (Weddle, et al., 2024). For cultural transformation to be successful, a good strategy should include these four actions: fostering understanding, reinforcing changes, developing talent and skills, and role modelling (Weddle, et al., 2024). These aid a business’ cultural transformation as employees can see that the change is happening throughout the business, as when senior leaders tell people what they should be doing, without making the change themselves it can cause disengagement (Weddle, et al., 2024). The cultural change strategy at Sony UKTEC was leadership driven, with Sony UKTEC’s aim being to develop a culture of greater accountability and independence, but to do that they had to first create and share new missions and values for the new Sony UKTEC. These were reinforced throughout the business by the management team and also shared via banners throughout the site for increased awareness.
[bookmark: _Toc223603171]3.2 Stakeholder Involvement
A stakeholder is any individual or group that has a vested interest in the business, such as its operations or performance (Fernando, 2025). The internal stakeholders considered were the leadership team, and the operational employees. The engagement strategies for the leadership team consisted of workshops to plan out how this change was going to be implemented, ensuring that their viewpoints were taken into consideration. Whereas the engagement strategy for operational employees was to make sure employees had a clear understanding of the change, with the opportunity for them to feedback through open forum sessions. 
The external stakeholders that Sony considered when conducting the change were Sony headquarters, customers, and suppliers. Sony headquarters were aligned with this change, so the main role was to hold monthly review meetings with Sony headquarters to keep them informed with the project progress. The impact the change had on both customers and suppliers was that there had to be formal contractual updates to reflect the new trading name, so the main strategy used here was to be transparent with the customers and suppliers - to share it was happening and why. Overall, this was understood and accepted by all, however, one of Sony UKTEC’s major customers in India misunderstood this communication, thinking that Sony UKTEC was moving factories. After Sony UKTEC had further communication with the customer, Sony clarified what the change meant, and it was just a misunderstanding as operationally there was no change. This highlights the importance of clear communication, especially when communicating across different countries, where a language barrier could cause confusion. 
[bookmark: _Toc223603172]3.3 Strategies to Overcome Resistance
Although operational changes in this case were limited, employee resistance could still occur due to the structural and cultural change. Like many other organisations, resistance to change is common so once it was identified, Sony UKTEC addressed this uncertainty through providing clear information about the change, encouraging open discussions as it is important for employees to feel heard, as when employees feel that they are involved with the change they are less likely to resist (Rehman, et al., 2021).
Resistance was mostly felt in the initial stages, when the change was first announced. After that, when employees fully understood what the change meant, and there was little impact to job security, there was little resistance. Employee engagement is key to long term success within businesses, which is why it is important to be achieved and taken into consideration (Gallup, 2026). 





















4. [bookmark: _Toc223603173]Conclusion
To conclude, the separation of Sony UKTEC from Sony Europe was a strategic adjustment and impacted the culture and the structure of the organisation rather than the operational aspects of the business. The main challenge was the cultural transformation which altered the business ethos to act with more responsibility and accountability now that they are an individual company that reports into Sony headquarters directly. Both Lewin and Kotter’s change management models were explored, with the findings that for the change that Sony UKTEC implemented, the most suitable approach would be Kotter’s due to the more comprehensive and in-depth framework offered. Individual strategies for managing this change were also explored, highlighting the importance of a leadership, communication, and cultural strategy implementation for this change, whilst also considering the impact of this change on Sony UKTEC’s stakeholders. 



















5. [bookmark: _Toc223603174]Recommendations
A key recommendation for managing a similar change in the future would be to carryout further leadership training. The result of the separation is that Sony UKTEC leaders ultimately have more responsibility, it is important that these leaders are confident in making strategic decisions without relying on guidance from Sony Europe. This training will strengthen decision making throughout the business. 
Another recommendation would be to maintain the communication channels from managers to employees and vice-versa, which encourages open feedback and increases trust within the organisation (Cottrell More, 2024). 
To ensure employees are performing with greater accountability and responsibility since the change was implemented, a useful way to measure performance would be to implement specific performance targets and track how individual employees perform against them. This will track whether the cultural change has been implemented successfully and encourage employees to apply these values into their roles.
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