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2-2 Memo: Significance of Stakeholder Analysis
TO: Vice President, U.S. Branch, and Global Leadership Team 
FROM: HR Consultant 
DATE: April 29, 2026 
SUBJECT: The Strategic Significance of Stakeholder Analysis in Our Change Management Initiative
	As we embark on the mission of putting things right the existing miscommunications and workforce dissatisfaction at the U.S. branch, one of the priorities is to align our operations with the Singapore headquarters. We need to establish a thorough stakeholder analysis first to make this change management initiative successful. This memo is aimed at identifying the strategic value of this analysis and seeking important input on the leadership team to complete our change management plan.
A stakeholder analysis is a method that is employed in the organization change management to identify all individuals and groups that will be impacted by a proposed change in a systematic manner. The organization can shift towards a proactive change strategy by mapping their levels of influence, expectations, and areas of possible resistance.
The identity, role, and position of a stakeholder in the organizational hierarchy are some of the factors that have a profound effect on the way they perceive change initiatives. Organizations are not a single entity; the stakeholders are extremely heterogeneous in their motives, the power base, and trust grounds (van Heel et al., 2025). To illustrate, a frontline employee might perceive change as a threat to their job security or day-to-day operations, but a senior executive might perceive the same change as a strategic evolution that is needed to make the most profit.
Moreover, change is never an act just done to the stakeholders. Organizational practices in everyday practices and the way the stakeholders are involved determine the success or failure of an initiative (Knox et al., 2025). With the right stakeholder engagement and addressing of their concerns, the stakeholders can become active change agents by becoming internal champions, creating momentum within their circle. On the other hand, when the stakeholders are frozen out or their expectations underpining the initiative are not congruent with the initiative, they can prevent change by actively resisting, being less productive, or leaving the organization.
	Conducting a Stakeholder Analysis has three advantages.
1. Specific Communication and Resistance Reduction: An in-depth examination will enable leaders to adjust messaging to individual departmental fears instead of using unproductive, generalized corporate messages. This is achieved through anticipation of resistance, which allows us to handle issues before they get out of control.
2. Resource Optimization: The stakeholder analysis assists in determining that possesses actual power and influence in the organization, which is not necessarily indicated by the formal organization chart. This enables change agents to spend their time, effort and resources effectively on those individuals who are able to make the greatest change.
3. Development of Internal Champions: Since the organization has identified early adopters and enthusiastic stakeholders, it can use them as peer influencers. This creates grassroots pressure to the change, which is much more sustainable than basing it on top-down requirements.
	The U.S. Branch Critical Stakeholders and Change Enablers. According to my analysis of the Self-Evalations of the Leaders, there are a few critical operational nodes that are handled by critical stakeholders at the U.S. branch:
• Vice President: Drives the general organization vision, strategic aims, and executive administration.

• Sales Manager: Manages revenue generation, marketing plan, and external customer value propositions.
• Accounting Manager: Manages financial operations, adherence to GAAP, and cross-functional operational performance.
• Customer Success Manager and Coordinator: day-to-day operations of the call center, simple human resources (hiring/onboarding), and face-to-face communication with customers.
	Some of these leaders are greatly inspired to be change enablers. The Customer Success Manager directly stated that he would like to transform to an employee-based workplace where the employees would feel respected and at home. In the same vein, the Customer Success Coordinator is strongly inspired to implement change to deal with the threatening average turnover rate of 30-45 percent in the call center, with a strong emphasis on retention. Another essential enabler is the Accounting Manager; the latter is keen to de-silo the operations and is keen to resolve the existing communication breakdown and top-down style with the top management. Lastly, the Vice President also shows great levels of self-awareness, citing that he tends to be overly controlling and has an honest wish to allow the team to have more room to take initiative and increase collaboration.
	As much as the self-evaluations are a very good starting point, I need more contextual information about the leadership so that I can complete this analysis. Please give your comments on the following two questions:
1. About Frontline Trust: As per the Employee Engagement Surveys, 26% of the employees concur that the organization is undergoing a positive transformation, and 90 percent of employees have not been promoted or given a merit increase over the last two years. What historical forces or prior corporate efforts have led to this particular deficit of frontline trust, and what adaptability is the global leadership team showing to reorganize our existing reward systems to accommodate our new change efforts?
2. In Cross-Border Alignment: The Self-Assessments of the Leaders indicate that there is high internal friction, and in particular, the Accounting Manager points to a communication breakdown and a toxic top-down style. How well are these communication barriers due to the physical and cultural distance between the Singapore headquarters and the U.S. branch, and how are strategic mandates being converted into U.S. middle managers?
These questions will be very useful in completing our plan based on your answers. Your responses by next week are expected to help us maintain the change management plan on track.
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