Management of Change – Understanding - On the Job Training
1.  
After discussions with my line manger about my understanding of change management and also the extent to which my role lends itself to this topic area, I have then compared my knowledge against the CIPD profession map. The map discusses different levels of understanding, and I would be positioned at the associate level, at this level I have knowledge of different approaches to change management and the advantages and disadvantages from a people perspective,  and also know how to plan and deliver an activity with considerations to costs and time frames as well as an understanding of how to explain change and the reasons for change and how this impacts individuals as well as the organisation as a whole, (CIPD 2021). To improve and reach the next level of knowledge, I would need to further my knowledge of using data to make a strong business case for a change and gain confidence in how to influence different stakeholders and use this influence to generate interest and desire for a planned change. I would also need to give consideration to sustaining change, it is one thing to implement but I am lacking in experience and knowledge when it comes to keeping engagement and ensuring the change is fully accepted and that processes and systems do not revert back to pre-change situations, this can be done with continuous communication and evaluation of employee’s feelings towards change, this element of the profession map does not come into focus until the next level which is chartered membership level, this evidences that I am around the right level for my job role and experience at present. 
2.  
Planned change:  Re-Structure and Re-Organization of the Finance Department
	STRENGTHS
	WEAKNESSES

	· Strong family-owned business with long serving members of staff.
· Skilled and cross trained work force to aid adaptability. 
· Long serving members of staff who have grown with the business and want to see it succeed. 
· Private sector – decision making is quick and less red tape. 

	· Communication systems, often relying on managers seeing staff to communicate changes and shift patterns mean this can delay information. 
· Long serving members of staff, do not like change.
· Updates not always filtered down through teams quick enough 
· Budgets for change may not always be high and this can mean things are done to a lower standard. 


	OPPORTUNITIES
	THREATS

	· Streamlining the department would create efficiencies.
· All financial information in one place/system and not split over different departments.
· Consistency as one department all using same systems and processes. 
· Recruitment of new finance manager could bring new ideas, and new perspectives for systems. 
	· Long serving managers used to having ownership for their department so may resist change. 
· Job roles for certain staff would be adapted and work load re-distributed which may cause conflict. 
· New Finance manger may not settle and adapt to company culture



The proposed re-structure and re-organization of the finance department would see all purchasing carried out centrally and not by department line managers, purchasing would also now fall under the finance department and not the main admin office. These changes would involve the introduction of a new finance manger to strengthen the finance team and provide support for additional invoicing as the business expands and support with payroll and financial planning for future projects. 
The SWOT analysis shows the company strengths which include a strong family business which means employees are keen to see it succeed and grow and those who are long serving members of staff have an emotional connection which should in crease buy in for planned changes, being within the private sector is also a benefit as decision making can be quick and there is less red tape to get through when implementing changes. The weaknesses include communication systems which can hinder change as line mangers may not see all team members for a longer period due to conflicting shift patterns, this means information can be spread around in a non-effective way and may not always be factual by the time it reaches some team members, being a smaller business budgets may hinder changes and things may be done to a lower quality and this could impact the changes. 
The opportunities this change would provide include streamlining departments and having all financial tasks in one area, this would bring consistency as it would be one team and one system for all purchasing rather than departmental managers who may have their own ways of doing things. The introduction of a new finance manager would also bring opportunities for new ideas and fresh perspectives on operating systems which could create efficiencies in itself. The threats associated with the change could include resistance from line managers to adapt to new processes and this could filter down through teams and decrease morale. It could also lead to conflict as workload is re-distributed differently. 
The HR implications of introducing this re-structure include the recruitment and selection of a new finance manager, this would involve finding someone with the correct skills and experience and also someone who would fit the team and company culture, this could prove challenging as the nature of finance roles and what is expected e.g Mon-Fri, conflicts with the nature of the business as weekend work and bank holiday work would be required, finding the ideal candidate could prove challenging and time consuming.  Other HR implications could include resistance to change from line managers as they are long serving members of staff and are used to how things have been done for a long period of time and may resist the changes and take time to acclimatise to having less ownership of their department’s finances. If line mangers do not adapt well to changes, this could have an impact on the wider team if negative attitudes develop and morale decreases. 









3. 
Stakeholder Mapping 

	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

	Company Directors 
	High 
	High 
	Key Player

	Managers
	High 
	High 
	Key Player 

	Employees
	Low 
	Low 
	Minimal Effort

	Customers
	Low
	Low
	Minimal effort

	Suppliers
	Low
	High 
	Keep Informed 

	Shareholders 
	High 
	Low 
	Keep Satisfied 
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