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[bookmark: _Toc164514988]Executive summary
The report constitutes 3 sections in which the change management and leadership styles of Crisis Charity- an organisation that provides shelter to the homeless, have been specified along with certain recommendations. It is entirely based on the case study of a charity organisation namely Crisis that supports homeless individuals and welcomes every chritmas. The organisation is established in the United Kingdom. The dedication and innovative solutions of the team of Crisis have made the services stronger along with strengthening the evolving requirements of the community. This makes the organisation exceptional amidst the situations of immense challenges. The change mnaagement model that has been suggested to the organisation is the ADKAR change model. Moreover, several leadership approaches and styles have been leveraged by the organisation in order to regulate its operations and activities.   
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[bookmark: _Toc164514989]Introduction
The purpose of writing the following report on the change management plan is to understand the concept and its application to the organisation. Crisis (the homelessness charity) organisation is found to be most suitable for the report because of the activities it undertakes and the services serves (Lubis and Hanum, 2020). Various business analytical tools and change management theories will be provided in the report. Some of the change management models will include the ADKAR change management model, McKinsey 7-S model, and Nudge Theory. The proposed report will be divided into 3 sections. Section 1 will evaluate the change management process that has been adopted along with the identification of the appropriate option for the strategic change. In section 2, models of change management will be critically measured. The implementation strategy for the execution of the change decision will be proposed in section 3. In the end, some recommendations will be provided along with the summary of the report. The company is suggested to effectively implement the change initiatives in order to fulfill its objectives and mission.  
1. [bookmark: _Toc164514990]Evaluating the change management process and identifying appropriate strategic change option
[bookmark: _Toc164514991]1.1 Company Overview
Crisis is one of the national charities for single homeless individuals. The organisation aims to end homelessness with the help of campaigning for change and delivering services that are life-changing. The innovative well-being, housing, employment, and education services contribute to addressing individual requirements along with aiding individuals towards transformation in their lives. People involved in the organisation include 4,455 volunteers, 12 trustees, and 735 employees (Mayasari and Kemal, 2020). Crisis raise funds from the public by working with commercial participators and professional fundraisers. The organisation believes in ensuring that changes in policies are implemented that are required to end homelessness. Since its establishment, the organisation has been flexible in facing change. It has ensured the effectiveness and accessibility of services amidst natural disasters, policy shifts, and economic downturns (Bagwell, 2020). The dedication and innovative solutions of the team of Crisis have made the services stronger along with strengthening the evolving requirements of the community.    
[bookmark: _Toc164514992]1.2 PESTLE analysis
Political factors: The operations of the charity were directly impacted due to the changes in the funding allocations and government policies. After the outbreak of the COVID-19 pandemic, the attention of people towards social welfare increased which resulted in major shifts in regulatory frameworks and funding priorities (Dunn, 2020).  
Economic factors: The demand for charity services increased due to the situation of economic downturns during COVID-19. Homelessness increased because of financial instability and unemployment (Crawford et al., 2020). Therefore, the service delivery and efforts for fundraising increased.
Social factors: Social inequalities worsened during the pandemic. It further stated the difficulties faced by marginalised communities including homelessness (Einola and Alvesson, 2021). The outreach strategies of charity were impacted due to increased awareness of social issues encouraged volunteerism and support among the public.
Technological factors: Digital platforms were promoted within the charity organisation to communicate with shareholders, service provision, and fundraising initiatives. Moreover, the organisation was able to alter its operations to virtual delivery of services and remote work with the help of quick advancements in technology (Maisyura et al., 2022). 
Environmental factors: Straining of resources and homelessness can be increased because of environmental disasters such as hurricanes, etc. Charity requires incorporating preparedness for disaster as well as response measures into its activities. 
Legal factors: The ability of the charity to offer advocacy and assistance was impacted due to changes in legislation such as housing regulations (Shields, 2020). 
[bookmark: _Toc164514993]1.3 Management of the changes
In order to fulfill the evolving requirements of the people, the Crisis charity was flexible in adjusting its services and programs. It implemented health protocols as well as expanded the capacities of the shelter during COVID-19. Moreover, the organisation encouraged collaborations with nonprofits, corporations, and government agencies that were helpful in increasing resources and sharing expertise. Revenue streams were expanded by the company Crisis with the help of campaigns that were innovative for fundraising, corporate sponsorships, as well as individual donations (Shields and Hesbol, 2020). Awareness also helped in influencing policies and offering support to people. 
[bookmark: _Toc164514994]1.4 Leadership styles adopted by Crisis
Transformational leadership: The transformational approach was adopted by the leaders of Crisis in order to motivate and inspire its workforce toward change. This type of leadership is also helpful in innovating new practices for driving the changes (MANIAR, 2022). 
Collaborative leadership: To incorporate the changes into the operations, Crisis Charity was required to collaborate with different shareholders for support and expertise. Therefore, a collaborative leadership style was adopted by the organisation (Kirby, 2020). This enabled to facilitation of cooperation, teamwork, and clear communication practices among the workforce. 
Adaptive leadership: leaders were able to make fast and effective decisions and avoid confusion through adaptive leadership. The challenges faced by Crisis Charity were dynamic therefore, this form of leadership style was found to be most suitable for the organisation. Amidst changing conditions, leaders were able to develop solutions for responding to the altering requirements of the public (Teixeira, 2023). 
Resilient leadership: During difficult situations, leaders at Crisis remained strong and also promoted resilience among the workforce. They encouraged an adaptable and optimistic approach to tackle the challenges effectively. 
[bookmark: _Toc164514995]1.5 Changes in organisational culture
Within the organisational culture of Crisis, adaptability was incorporated to navigate the impact of the external factor. This made the workforce more comfortable with the changes and uncertainties therefore, they were able to reach their full potential even during times of difficulties. Moreover, collaborative efforts were also increased in different teams (Fitzpatrick et al., 2020). This made the organisational culture more unified and cohesive where the workforce would toward the achievement of the shared goal. Resilience is important for addressing the changes, therefore, team members were motivated to be optimistic and determined toward the goal. In addition, a culture of dedication and passion was promoted where a sense of commitment and purpose was developed among the workforce (Kumarasinghe and Dilan, 2021). A culture of innovation was promoted as changes are known to bring opportunities for improvement and innovative practices.
Areas of improvement
Crisis could have considered some of the areas of improvement during the change. Strong communication plays an important role during times of change. Through better communication, the organisation would have communicated with the shareholders effectively. Uncertainties in changes can be reduced with the help of clear communication practices (Asikhia et al., 2021). Adequate support and training can be provided to the workers as changes require new capabilities and skills. This approach would have empowered the staff of Crisis. In addition, the impact of the changes could be monitored and assessed by the organisation in order to ensure that they are achieving their planned outcomes. Thus, Crisis Charity could have enhanced the process of change management by considering these areas of improvement. 
[bookmark: _Toc164514996]1.6 Areas that can be changed in the future
Leadership styles: Due to the increasing unpredictability of the business environment, it is crucial for Crisis Charity to focus on resilience, agility, and adaptability in their leadership styles. Leaders in Crisis are required to be more innovative and flexible to address uncertain situations. Leaders are required to be more adaptable, empowering, and visionary while focusing on the change (Jain and Kansal, 2023). They should also promote collaborative approaches and build resilience within the charity.
Organisational structure: During times of change, responsiveness, and agility of Crisis Charity can possibly get hampered due to hierarchical organisational structure. Therefore, in the future, the organization can consider the adoption of more matrix and flat structures for the organisation (Errida and Lotfi, 2021). This will be helpful in encouraging collaboration, effective decision-making, and adaptation to the changing conditions.
Organisational culture: A culture of continuous learning and improvement can be promoted in the future for better operations (Leung et al., 2021). Looking after the existing volatility, uncertainty, complexity, and ambiguity in the business environment, it is important to promote innovative practices in the culture of the organisation.
2. [bookmark: _Toc164514997]Change management models
2.1 [bookmark: _Toc164514998]Change management models 
ADKAR change management model
The ADKAR change management model was developed by Prosci and is used to understand that a company can undergo a change only when the human resources change (Agazu et al., 2022). There are five elements of the ADKAR change management model including Awareness, Desire, Knowledge, Ability, and Reinforcement.
Awareness: In this stage, individuals become aware of the requirements of the change. They understand the importance of the implementation of the change and the implications associated with change. The reasons for implementing the change are also discussed under this element along with the consequences and benefits of the change.
Desire: After promoting awareness of the change, it is necessary to develop a sense of motivation and desire among the individuals to support and work for the change (Asikhia et al., 2021). Emotional aspects of the changes are addressed in the following element. They are told about the personal benefits associated with the change. 
Knowledge: In the following stage, individuals are encouraged to acquire the necessary skills and knowledge that are required for the effective and successful implementation of the change. Providing adequate resources, support, as well as training programs are included in this in order to help the workforce so that they can develop suitable capabilities that are required for performing the new activities and tasks (Paramitha et al., 2020). Knowledge is also important so that employees can feel valued and confident in their ability to the change. 
Ability: Individuals are required to demonstrate the ability for the implementation of the change with the help of building on the knowledge that has been acquired. In the following stage, employees are provided with opportunities that include reinforcement, feedback, and practice so that new behavior can be strengthened and proficiency can be ensured (Bekmukhambetova, 2021). Individuals will be able to overcome potential obstacles through resources and support from the leaders of the company. this will further contribute to building confidence among them towards their ability to change. 
Reinforcement: In the reinforcement stage, the changes are reinforced in order to ensure that they have become ingrained in the practices and culture of the company. Therefore, in this stage, regular recognition, feedback, and monitoring of the efforts of the employees are required to maintain the change within the company (Thekkekara, 2023). This helps in addressing the barriers and obstacles that may be present and making improvements accordingly.
McKinsey 7-S model
This change management model was developed by Robert Waterman and Tom Peters and includes seven interdependent factors that are known to be important to ensure the success and effectiveness of the organisation. Every element of the model starts with the letter ‘S’. 
Strategy: The plan of the company in order to attain its goals in the long term is known as strategy. decisions related to products and services, markets to compete in as well as the allocation of resources are included within the strategy (Burnes, 2020). 
Structure: hierarchical arrangements of roles and responsibilities are included in the structure. Aspects such as coordination mechanisms, the process of decision-making, as well as division of labor, are included in this (Lubis and Hanum, 2020). 
Systems: Systems include routines, procedures, and formal processes that are responsible for governing the ways in which the work is done in the organisation (Mayasari and Kemal, 2020). Financial systems, systems for performance measurement, information systems, and other operational processes are involved that are supportive of the activities of the company.
Skills: Skills means expertise, competencies, and capabilities of the employees of the company. This further includes both soft skills along technical skills. Soft skills include teamwork, problem-solving, and communication skills whereas technical skills include skills that are associated with the particular job functions.      
Staff: The workforce of the company is included in the staff which includes capabilities, composition, and size. Decisions about retention, development, training, and recruitment of the workers are included in this in order to ensure that the company has the appropriate human resources who have the right skills and capabilities (Bagwell, 2020).
Style: values, culture, and leadership styles are included in the style that is responsible for shaping the process of decision-making and behavior of the company (Dunn, 2020). Norms, beliefs, and attitudes are reflected in a style that is shared by leaders and employees in the company. 
Shared values: Principles and core beliefs are included in the shared values. these shared values are responsible for uniting the members of the company along with providing a sense of identity and purpose. Shared values also contribute to influencing the process of decision-making along with encouraging behaviors in the company (Crawford et al., 2020).
Lewin’s change management model
The following mode was developed by Kurt Lewin, a psychologist and it is a foundational framework that enables people to understand and manage the change within the company. there are three key stages that are involved in the model namely-  unfreezing, changing, and refreezing.
Unfreezing: In the first stage, the company is prepared for the incorporation of the change with the help of creating awareness about the requirements of the change. In this stage, the current behaviors, beliefs, and norms of the company are challenged which can possibly hinder the progress of the change (Einola and Alvesson, 2021). Communication, involvement of major stakeholders, education, and addressing objections or concerns are included in the strategies for unfreezing. Companies can possibly create a sense of readiness and urgency for change through the destablisation of the status quo.
Changing: In the second stage, the implementation of desired changes in the company is included in the changing stage of the model. Introduction of the new processes, behaviors, technologies, structures, and systems are included within the changing elements. These are helpful in the achievement of the desired outcomes. Clear resources, support, and communication are required to ensure effective change management during this stage (Maisyura et al., 2022). Leaders are known to play an important role in supporting as well as guiding the workforce with the help of the change process. Challenges can be addressed along with developing a sense of commitment and ownership among shareholders. 
Refreezing: In the final stage, the changes are reinforced and solidified in order to ensure that the changes become ingrained in the practices and culture of the company. This can possibly include the formalisation of new processes, the upgradation of procedures and policies, along with providing adequate support and training (Shields, 2020). Desired behaviors are recognised as well as rewarded in this. The company can be stabilised in a new state with the help of refreezing. This is helpful in preventing regression from the earlier practices along with ensuring the sustainability of efforts related to the change.
All the models of change management including the ADKAR model, Lewin’s model, and McKinsey 7-S model are helpful in driving and incorporating a change within the company effectively and successfully.
[bookmark: _Toc164514999]2.2 Change Management Model in Crisis Charity
The implementation of the strategic changes within the organisational culture, structure, and leadership styles at Crisis Charity requires a detailed approach that can address the particular challenges and needs of the company (Shields and Hesbol, 2020). the ADKAR change management model can be found to be most appropriate for implementing the changes.
ADKAR change management model
Awareness: Awareness related to need for the change is required to be created by leaders among the shareholders and employees. The changes that have to be implemented in the leadership styles, organizational culture, and structure should be communicated effectively with the workers along with discussing the rationale behind it (MANIAR, 2022). The changes that will occur in the organisation after the implementation of these changes should be told to the employees for their increased involvement. Challenges associated with it should also be discussed. The alignment of the changes with strategic objectives and the mission of the company should be ensured. 
Desire: Desire among employees should be developed to implement the change. Involving employees in discussions and decision-making processes can help in increasing the desire for implementation. Moreover, the ideas and concerns of the workers should be listened to actively to resolve their queries. The positive impact of the changes on the work experiences and opportunities related to career development should be explained to the workers to ensure their increased involvement (Kirby, 2020).   
Knowledge: Knowledge and skill development are crucial for implementing the changes in business practices. Opportunities associated with development and training programs should be provided to the employees so that they can learn essential capabilities for organisational culture, structure, and new styles of leadership. Knowledge can be acquired by the workforce with the help of coaching sessions, online courses, seminars, and workshops (Teixeira, 2023). 
Ability: After acquiring relevant knowledge and skills, it is important for the workforce to adopt new leadership styles, organisational culture, and structure. During the transition, it is evident that the employees will face potential challenges therefore, leaders should continuously offer guidance, support as well as resources so that challenges can be resolved in time. Transition can be ensured as smooth through promoting the empowerment of the workforce along with removing challenges to the change.
Reinforcement: In the final stage, leaders are required to identify the achievements and efforts of the employees. they should also monitor the progress of the changes in the systems, processes, and policies of Crisis Charity. The impact of the changes should be monitored and evaluated by the company regularly (Fitzpatrick et al., 2020). They should also focus on asking for feedback from the workforce and making relevant adjustments according to the improvement. The effectiveness and sustainability of the organisation in the long term can be ensured with the help of these changes.
3. [bookmark: _Toc164515000]Proposing and implementing change strategy
[bookmark: _Toc164515001]3.1 Change management plan
The company intends to implement changes in its leadership approaches, organisational structure, and culture for better practices.
Objectives: The main objective behind the change initiative is to encourage an environment of adaptability, collaboration, and innovation. Developing leadership approaches will be helpful in empowering and motivating employees (Kumarasinghe and Dilan, 2021). Changes in organisational culture and structure will enhance the retention and satisfaction of the workers. One of the major objectives includes ensuring the alignment of organisational culture with the mission and values of the charity organisation.
Mission: The mission for implementing the change initiative is to transform the Charity organisation into a more impactful and resilient organisation. This will enable it to address the complicated challenges associated with homelessness. It intends to continue extending its support to individuals who are experiencing homelessness along with creating a positive change within the communities.
Stakeholder analysis: Crisis Charity should indulge in discussing the change initiatives with its shareholders including community members, donors, volunteers, and employees. their potential impact and interest in the planned changes should be assessed (Asikhia et al., 2021). Involvement and communication strategies should be developed to address the requirements of the different groups of stakeholders. 
Assessment: An assessment should be done Crisis Charity to measure the readiness of the organisation for the change. For this, the charity can use tools like interviews and surveys to know and understand the attitudes and perceptions of the employees (Jain and Kansal, 2023). Issues during the incorporation of the change should be determined so that effective strategies can be developed to prevent further resistance.
Communication plan: Awareness of the planned initiatives can be created with the help of a detailed communication plan. Communication channels and timelines should be properly defined in order to communicate the changes effectively (Errida and Lotfi, 2021). During the entire change process, communication should be kept transparent and clear for better functioning of the initiatives and strategies.
Change implementation: After strategic planning, the planned changes should be implemented. within this, responsibilities and roles should be clearly defined so that the change process can be looked after. Moreover, during implementation, continuous guidance and support from leaders to employees is necessary so that challenges can be addressed effectively (Leung et al., 2021). 
Monitoring and evaluation: Checking the effectiveness of the implementation of change initiatives is an important step of management planning. Regularly keeping track of the progress is important to identify the areas of improvement so that they can be mitigated.                                
[bookmark: _Toc164515002]3.2 Leadership styles
Authentic leadership: Respect and trust of stakeholders and employees are earned when authentic leaders lead with authenticity, transparency, and integrity. Credibility at Crisis Charity can be built with the help of authentic leaders by reflecting a true commitment to the mission and values of the company along with promoting clear and open communication (Agazu et al., 2022). 
Strategic leadership: Informed decisions can be made and clear goals can be set by strategic leaders. Strategic leaders can also ensure the alignment of capabilities and resources of the organisation in order to attain the desired results of the implementation of the change in leadership styles, organisational culture, and structure. Strategic leaders at Crisis Charity are responsible for providing guidance and direction within the change process (Asikhia et al., 2021). This contributes to ensuring that initiatives related to the change are effectively aligned with the long-term objectives and vision.
Adaptive leadership: Adaptive leaders have the ability to succeed in an uncertain and dynamic environment along with addressing challenges. They are responsible for leading the charity through the change with resilience and flexibility (Paramitha et al., 2020). Obstacles can be predicted by adaptive leaders therefore, they can employ different strategies to resolve them.
Strategic change can be initiated and implemented with the help of leadership approaches such as authentic leadership, strategic leadership, and adaptive leadership. Some of the leadership approaches are already being leveraged by the organisation, they are slightly altered.               
[bookmark: _Toc164515003]3.3 Implementation of change strategy
Assessment and planning: Crisis Charity should consider conducting a comprehensive assessment of its existing situation along with determining opportunities and improvement for change (Bekmukhambetova, 2021). According to the plan, resources, scope, and objectives that are required during the implementation should be considered. 
Creating awareness and involving employees: The requirement of the change should be communicated to the employees (Thekkekara, 2023). The benefits associated with the changes should be discussed with them. A sense of commitment and ownership can be promoted in employees by increasing their involvement in planning activities, problem-solving, as well as decision-making processes.
Training programs: Opportunities for training and skill development should be provided to employees after discussing the implementation of changes. This will upgrade the workforce with the required skillset that is required for effectiveness in the change. 
Implementing changes: Changes can be implemented when the employees are equipped with suitable skills and knowledge (Burnes, 2020). They will be able to understand their responsibilities and roles effectively in the change process. 
Monitoring and improving: Monitoring the progress of the initiatives related to the change is important to check the required improvements to be made for further effectiveness. Refinements and adjustments can be made to the change plan according to the requirements. 
Strengthening changes: By embedding the changes into the systems and policies of Crisis Charity, they can be reinforced. The positive impact of the changes should be communicated to the employees to consider their achievements and increase their confidence.             
[bookmark: _Toc164515004]3.4 Impact of change strategy on organisational culture
Change in norms and values: There is a possibility that the organisation can experience a shift in its values and norms after the adoption of new leadership styles, organisational structure, and culture (Lubis and Hanum, 2020). This can potentially be responsible for governing the behavior of the workforce within the Charity. 
Improved employee ownership and engagement: A sense of empowerment can be encouraged among employees through the implementation of the change strategy. empowered employees will become more involved in problem-solving and decision-making processes (Mayasari and Kemal, 2020). This can result in high levels of motivation and involvement of employees toward the goals of the company. 
Enhanced adaptability and innovative practices: Adaptability and creativity among employees can be promoted by promoting an environment of culture (Bagwell, 2020). The organisation will be able to respond to evolving challenges and changing external environments by valuing a culture of experimentation and risk-taking.
Improved collaboration and communication practices: Changes in the organisational culture and leadership styles can encourage better collaboration and communication practices. an environment can be created by leaders so that employees can feel comfortable and share new ideas (Dunn, 2020).
Cultural conflict and resistance: There are chances that employees can resist change initiatives within the organisation. This resistance can further result in divisions and conflicts within the charity organisation.            
[bookmark: _Toc164515005]Conclusion and recommendations
Conclusion 
In the proposed report, it has been found that regular implementation of changes is important to maintain the growth and success of a company. External factors contribute to impacting the operations of the company therefore, the company should focus on resolving them. Leadership plays an important role in driving the organisational change. Moreover, change management models such as the ADKAR model, Lewin’s change management model, and McKinsey 7-S model can smoothly regulate the change initiatives within the company. Collectively, change management models as well as leadership styles play an important role in the company for implementing a change effectively. The report constitutes 3 sections in which the change management and leadership styles of Crisis Charity- an organisation that provides shelter to the homeless, have been specified along with certain recommendations. 
Recommendations
The charity organisation can consider conducting regular feedback sessions so that major concerns can be addressed along with getting updates about employees. Employees can be made adaptable by offering training and mentorship programs on change management. As a mid-term recommendation, Crisis Charity can encourage communication and collaboration through the establishment of cross-functional teams. Continuous guidance can be provided to employees throughout the transition process. Principles of change management can be embedded into the practices of the organisation as a long-term suggestion. Efforts associated with the change can be maintained by promoting an environment of continuous learning within Crisis Charity. These recommendations will contribute to maintaining the productivity and morale of the employees along with ensuring the effectiveness of the organisation.  
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