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· Identify the existing psychological contract for Josh Raymond and Griselda Lopez. In what ways will the change disrupt the existing psychological contracts? Given the individuals and the context, what reactions do you anticipate?
[bookmark: _GoBack]In this case, there are a number of unwritten expectations that every employer expects from the employment relationship with FusionTastic which are distinct from the codified contract of employment. The existing psychological contract in this scenario include the relational contract. There is a lot of emotional involvement in the acquisition process and a high degree of mutual interdependence (Rousseau & Schalk, 2014). The business is a highly ranked entity and they want to maintain the standards since it is expected that they have to perform and acquiring Chameleon Costumery will change the psychological contract. They believe that acquiring Chameleon Costumery is going to corrode the reputation of FusionTastic, which is a highly valued and respected business. On the other hand, the transactional subscale psychological contract focuses on financial gain on a sole fulfilment of the contractual as well as job requirement basis. Josh Raymond and Griselda Lopez rely on the psychological contract to guide them in their actions. This means that in case they acquire FusionTastic and it fails as a business, it will lead to losses and Josh Raymond and Griselda Lopez as well as other employees in Chameleon Costumery will be responsible in managing the loss. Such losses are the main reason for negative reactions, withdrawal of support, resignation, violations of terms/conditions, anger among other issues (Conway & Briner, 2015). 
· Identify the different phases of change that Josh Raymond, Griselda Lopez, and all other stakeholders are going through and will go through.
1. Creating urgency 
2. Forming a guiding principle
3. Communicating the vision
4. Diagnosing resistance
5. Creating the short term and long term wins
6. Building the change
7. Incorporating the change to the organizational culture (Alexander, 2015).
· Identify strategies that you, as Human Resources Director, can use to help Josh Raymond, Griselda Lopez, and the other stakeholders work their way through the different phases.
1. Employee reward and pay package
As the Human resource Director, it is important to offer attractive rewards as well as ample working place that would help in retaining Josh Raymond, Griselda Lopez who have worked in the company for long and have a rich experience in the manner in which the company operates. Rewards and ay package are critical in helping the staff undergo the change process in the psychological contract, boost employee morale, and motivation to work in the company, grow the company, and enable the company to meet its objectives/set goals. Treating employees fairly is critical in achieving a positive psychological contract (BPP, 2012). 
2. Employability 
Career advancement for the pair is crucial opportunity for both Josh Raymond, Griselda Lopez to feel appreciated as part of the company and its success. Employees love to be associated with the company in which they work for and this makes them feel recognized and gain a sense of belonging. When employees are recognized in the company they work in, they adopt the employer brand, strategies, ideas, innovations and they are able to incorporate their talents to perform well in their assigned duties. Employees who are associated with their companies, employers are able to perform better compared to those neglected (BPP, 2012).
3. Job satisfaction 
Employees love to work in a company that turn the work place to be a place for positive impact towards everyone’s success. For example, a workplace that recognizes talent and supports the same. When employees are appreciated for what they do, their achievement, involvement in daily activities, work balance, they tend to feel appreciated and involved in the work place. They develop a positive attitude towards the job they do and make the work place fun (BPP, 2012).
· Identify strategies that change leaders have used, or could use, to help people work their way through the different phases.
1. Diagnosing resistance
Before beginning the change process any leader finds out what could be the main cause of human resistance towards a certain change. For example, fear of technological innovations. At this point then, the leader is able to systematically plan on the effective strategies that will be used to mitigate resistance to the change initiative. It is important for the leader to feed the people with positive mindset, beliefs, and carefully involve them in the change process (Woodcock, & Francis, 2012)
2. Parochial self-interest
Many people in the organization majorly resist change because they fear they are going to lose it. They think that once change has been implemented in the organization, they will lose their jobs, lose their salaries or different positions that they hold in the organization. Change should be important for the organization but should not be a risk to the operations of the organization (Woodcock, & Francis, 2012).
3. Different assessment
Before implementing any change, it is important to understand what are the benefits, the profit that will be gained, the effects to work relationships and so forth. Once the assessment has been done, it is easy to determine whether the change in necessary or not. If it is necessary, the right way to implement it can be applied (Alexander, 2015). 
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