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[bookmark: _Toc69118378]1.0 Introduction 
Change is unstoppable and cannot be avoided, thus it is considered as part of a company’s existence. Armstrong (2009) has defined change as any changes in structure, management, employees, processes, and other related activities. Management of the change plays an important role in handling and responding effectively to change as well as counter the notion of resistance to change. According to Lucey (2008), in order to achieve and ensure organisational success, any initiatives and efforts for changing must support and associate with the corporate goals and objectives. Managing these changes has become a major procedure for an organisation as the impacts to the organisational outcome, positive or negative, relies on the change. Any change can be influenced by the internal and external diversities such as culture and leadership. Changes in economics, political, social, environmental factors also have impact on organisational changes. Business trends can also influence any change. Therefore, management has to make their decisions based on the importance of the change and how it was influenced by the internal and external factors (Lucey, 2008).
The Covid-19 pandemic has affected everyone in all aspect of their lives. In the past year and a half, the whole world has gone through a lot of changes due to Covid-19, from adjustments in personal lives to global shifts, the way our social, financial and political systems operate, all these has changed and will change even more (Dartnell, 2020). Even though the bio-medical science has made significant advancement in developing the treatment of covid-19 and there is an extraordinary race to find a vaccine to beat the virus, there is little chance for things to get back to how they were pre-Covid-19 time (Taylor, 2020).   
The main purpose of this report is to analyse how the external and internal environment has impacted the organisation, decide the model used to implement the change and how the change was managed. It also describes the leadership style used and evaluates the impact of change management in the organisational culture. Specifically, in this report, the positive and negative consequences of change will be critically discussed followed by a clear explanation on the concept and application of change management with support of different change models. Furthermore, it will explain the ways on how change management can be implemented more effectively and the benefit of that change on organisational success. It also will propose a more suitable change management plan for the future.


[bookmark: _Toc69118379]2.0 Recent history of the organisation:
Waverley school is located in Small Heath, Birmingham. There are three institutes under this foundation: Waverley Primary School, Waverley Secondary School and Waverley Studio College. Their secondary school includes sixth form too. They also cater for Secondary Resource Based pupils with Cognition and Learning difficulties. The vision of Waverley School is to recognise and celebrate diversity within the school and the community. The school believes that every pupil is unique and possesses a different ability of learning. They do their best to provide opportunities for individual pupils to achieve their potential and go beyond. To make this possible, they have a dedicated, strong, well-qualified and committed team of staff (Waverley.bham.sch.uk, 2019).
On the 20th March 2020, schools all over England closed due to Covid-19. All national exams were cancelled. Only the key-workers’ children and vulnerable children were allowed to attend classes in school. Children and young people suffered from this unprecedented disruption to their education. Waverley School also was not able to conduct their normal activities. Instead of supporting children’s learning, wellbeing and preparing them for transition in school, they had to find a way to provide learning activities for pupils at home. They had to identify the most effective approach that supported them, and the government in a short span of time. 



[bookmark: _Toc69118380]3.0 External analysis

[bookmark: _Toc69118381]3.1 Micro analysis Porter’s five forces:
Michael Porter’s Five Forces is a tool which analyses the challenges a business has to address. The five forces are bargaining power of suppliers, bargaining power of buyers, rivalry among current competitors, threat of substitutes and threat of new entry. These specific forces are different for every business sector (Nguyen, 2017).
 Below is a short analysis by using this tool of the challenges a school faces.   
[bookmark: _Toc69118382]3.1.1 Determinants of Supplier Power:
In a school, “supply” is staff and infrastructure. The suppliers increase prices or reduce product or service quality to negotiate with companies, which is the bargaining power of suppliers (Porter, 1980). In terms of school, if staff are able to satisfy the principal with meeting the objectives of the school then they will have higher supply power. There is an opportunity for them to negotiate with the principal (Cheng & Cheung, 2004). If the senior leadership team of a school can deliver the most effective structure and manage the changes when necessary, then they have the upper hand. 
[bookmark: _Toc69118383]3.1.2 Determinants of Buyer Power:
Bargaining power of buyers refers to buyers’ ability to force companies to improve product or service quality, in order to negotiate prices with companies (Porter, 1980). If the school can establish themselves as one of the best in the surrounding area and the parents are satisfied with teachers and school management, then more parents are likely to send their children to study in that school. 
[bookmark: _Toc69118384]3.1.3 Determinants of Competitive Rivalry:
Intensity of rivalry among existing competitors refers to the mutual competitions and rivalries among existing suppliers in the industry (Porter, 1980). In this case, it means to compete against other schools in abilities. Schools cannot gain competitive advantages unless they display excellent performance in the abilities of their teachers and functional infrastructure.
The result of many studies shows that having specialised subject knowledge is not sufficient for teachers. The abilities to organize courses, implementing effective teaching skills, put together courses, and adjusting teaching style according to students’ responses (Alnoor & Xiang, 2007; Bahous, 2006), these are some qualities that are also essential. Many studies suggest that it is an important quality of a teacher to be able to interact with parents/carers concerning children’s learning and progress (Alnoor & Xiang, 2007; Cheng & Cheung, 2004).
[bookmark: _Toc69118385]3.1.4 Threat of Substitution:
Pressure from substitute products refers to the threat level posed by products with substitute function or nature in the industry to existing products in the industry (Porter, 1980). When a school is established as a good school in the neighbourhood and popular with the parents, the threat of substitution is low. Similarly, teachers with special work talent or personal traits are unlikely to be replaced. These invaluable abilities include special expertise/knowledge (Ogienko & Rolyak, 2009), and personal traits, (Bahous, 2006), such as care, patience, fun, and politeness (Murphy et al., 2004).
[bookmark: _Toc69118386]3.1.5 Threat of New Entry:
As Cherniss (2001) predicted, society is changing rapidly which is hugely challenging for most organisations. To keep up with these changes, employees must make constant advancements and develop more creativity. Studies showed it is important for teachers to continue further studies in order to make progress in their profession career (Bennett et al., 2009). There is a possibility that in the future, only the teachers who take risks to make positive changes and possess innovative abilities will be employed by schools (Pink, 2004). Baron-Polanczyk (2008) predicted that the society will change rapidly and everyone will need to learn how to use computers and manage information technology. Teachers need to be information technology (IT) literate themselves to be able to help pupils to learn and use this essential skill for their development.
Organizations become stronger when they have employees with great leadership skills, ready to lead a team. These days, the basic work requirements are not sufficient for employees, they must also possess other abilities and strong leadership skills. According to Katzenmeyer & Moller (2009), schools benefit a lot from appointing teachers with leadership qualities. 

[bookmark: _Toc69118387]3.2 Macro analysis PESTLE 
PESTEL analysis is a useful tool for external environmental scanning. This involves considering how the school is affected by changes in each part of the external environment: political, economic, social, technological, environmental (e.g. climate change) and legal. The global pandemic is of course not only a serious public health emergency, but a political, economic and social emergency too (Williamson, Eynon and Potter, 2020).
[bookmark: _Toc69118388]3.2.1 Political  
Politics and political policies influence organizations immensely. Government policy, Political stability or instability overseas, Tax policy, Labour laws, Environmental laws, Funding grants and initiatives, etc. are some of the political factors that affect the UK educational system. It is essential for educational institutes to adjust to political changes in order to remain compliant while functioning (Thiele, 2018). 
The COVID-19 pandemic has created a social crisis. If this issue is not immediately addressed by developing appropriate policies, there is a strong possibility of increased inequality, discrimination and medium and long-term unemployment (Mofijur et al., 2021). 
Covid-19 has a huge impact on schools. A lot of changes occurred in rules and regulations and policies to deal with Covid-19 situation. There are a lot of guidance from the government with the changes to regulations or legislation on what school leaders, teachers and school staff need to do during the pandemic (GOV.UK, 2021). 
Recently, BREXIT has affected the schools in the UK too. Now after BREXIT, it is going to be challenging for Waverley School to arrange trips for the pupils to European countries. 
[bookmark: _Toc69118389]3.2.2 Economic 
The UK suffered huge economic instability after the recession in 2008. But the economic shock caused by the COVID-19 pandemic is likely to be significantly larger even than the financial crisis of 2008/09 (Al-Samarrai, 2020). 
· The pandemic has and will create more significant financial policy challenges.
· It is still uncertain how the COVID-19 pandemic will impact the economy eventually. Education funding has been 
· Schools are having to buy a vast amount of hand sanitiser, face masks, Covid-19 home testing kits and cleaning products which means less fund available for other sectors like pupils with SEND (special educational need and disabilities) and pupils with EHC (education, health and care) plan, etc. (GOV.UK, 2020).          
[bookmark: _Toc69118390]3.2.3 Social 
Social factor which is also known as socio-cultural factor considers the forces within society, the shared beliefs and attitudes, characteristics, norms, customs and values of the population that affect an organisation. Recently Waverley School had to adopt to a lot of social factors, such as:
· Having to wear masks
· Social distancing
· Stay in bubbles
· No face to face meetings 
· Online parents evenings 
· Staggered start and finish of school days
· Shorter lunchtime (Waverley School, 2021)
[bookmark: _Toc69118391]3.2.4 Technology 
Every aspect of life is technology driven these days. Technology usage is increasing rapidly in educational institutions. Recently, technology has been an essential part of Waverley School. 
During the covid-19 pandemic, the school had to provide remote learning for all pupils. From scheduled online lessons to marking homework, everything had to be done online. The pupils who did not have a suitable device to carry on with remote learning, the school provided them with devices such as iPads, laptops, etc. 
A new computerised system has been put in place to make the communication among the staff completely virtual and contactless. The staff can use this system to call in sick, to book any leave of absence, or to report any other issues and the school management can take necessary action.
All meetings between staff and the school management and parents are done online using zoom, Microsoft Team, etc. 



[bookmark: _Toc69118392]3.2.5 Legal 
[bookmark: _Toc24115996]The importance of legal factors significantly more for any organisation including schools. Negligence of this factor can result in large fines and even school closure. Safeguarding, health & safety, equal opportunities, safety standards, labour laws, future legislation, changes to Child Protection Legislation, etc. are some of the legal factors.
The legal factors that have impacted Waverley School recently during pandemic are:
· New health and safety rules for Covid-19
· Anyone with Covid-19 symptoms has to self-isolate for 10 days, if that person came in contact with others then they all have to be on quarantine  
· The secondary school children have to use the home testing kit twice in a week.
· Secondary school children have to wear face masks in school (GOV.UK, 2021).
[bookmark: _Toc69118393]3.2.6 Environmental 
Over the last 15 years the importance of environmental factors have increased immensely due to the changes in material supply and pollution controls. Promoting positive business ethics and sustainability, reduction of their carbon foot print, climate and weather, environmental legislation, etc. are some of the environmental factors. 
COVID-19 has already had significant effects on some environmental factors. As the pandemic spread and lockdown was implemented, municipal waste management officers and public authorities had to take actions quickly to manage waste recycling and waste disposal (Liu et al., 2010). In the matter of pollution control, recycling plays a huge part. Recycling also helps saving energy and maintaining natural resources (Ma et al., 2019). Due to the pandemic, most of the recycling projects were put on hold. So Waverley School had to put hold on their recycling too.   



[bookmark: _Toc69118394]4.0 Change management:
Change management is an essential part for most organisations. It is defined as the methods an organisation implements and applies to embrace any changes. Organisations and societies often experience pressures for change. These pressures are both internal and external in nature. External pressures include increasing globalisation, communication explosion, political pressure, economic turndowns such as oil prices, and others. While, increasing level of education, improving socio-economic status, the desire to live a better quality of life, and others can be classified as internal pressures for change.
According to Burns (2004), change is an ever-present feature of organisational life, both at an operational and strategic level. Therefore, organisations must consider the importance of identifying the future desirable state for the company, where it needs to be in the future, and developing a structured approach that ensures to successfully adopt the changes in order to achieve that goal.
The global pandemic is of course not only a serious public health emergency, but a political, economic and social emergency too (Williamson, et al., 2010). As the pandemic continues to spread and affect human lives as well as the businesses very greatly, they have no choice but to adopt this change and review their short-term and long-term strategies so that new and improved methods can be implemented immediately. Normally, change management programs take years to be put into practice, whether it's the launch of a new technology or the implementation of a new internal organisation, during the pandemic circumstances, employees, including team leaders, have to instantly adapt to new ways of working and communicating in order to keep the organisation alive and running.


[bookmark: _Toc69118395]4.1 Types of change: 
There are four types of changes that can take place in an organisation:
· Strategic transformational change: Transformational change consists of radical and fundamental change that may arise from change in organizational structure and organizational culture following the top-down hierarchical structure to an approach that requires large amount of self-directing teams (Beer and Nohria, 2000).
· People-centric organizational change: While all changes affect people, people-centric types of organizational change include instituting new parental leave policies or bringing on new hires (Sharma, 2020).
· Remedial change: Remedial change is considered an urgent change that solves or remedies the current and existing problem (Jalagat, 2016).
· Structural change: Structural changes involve major shifts in the management hierarchy, team organization, and the responsibilities attributed to different departments, employees, or teams (Waldersee and Griffiths, 2004). 
In a very short amount of time, Waverley School had make some drastic changes. To ensure safety of staff and pupil and to follow the government guidance they have taken some steps:
· Secondary school children are participating in Covid-19 asymptomatic testing upon consent
· Following the government guideline, pupils are wearing face masks when moving around in school and outside the classroom 
· A lot of safety measures are put in place, such as: Staying safe within the community, Keeping Safe Online, Wellbeing Journals, Keeping children safe from abuse and harm, New Pupil Wellbeing Hub!, etc. (Waverley School, 2021) 
· The classroom layouts had to be restructured to ensure social distancing. 
· Class bubbles were created and rules were made and implemented to maintain bubbles.  
· Lunchtimes and break time were cut short so that class bubble could be maintained.
· Staff had to work from home as much as possible, especially management staff.
· More cleaners were hired to ensure that the premises is clean at all time. 
· Some of the support staff had additional responsibilities so that the class bubbles are not broken.
· Online resources were used to avoid spreading of germs.
The changes that took place in Waverley School falls under the following categories: strategic transformational change, people-centric organisational change and remedial change.  



[bookmark: _Toc69118396]4.2 Models of change
There are a number of models that can be applied to manage changes in organisations, such as: Lewin’s 3 step change model, Kotter’s 8 stage model, Kanter’s 10 Commandments for Executing Change model, McKinsey’s 7s model, etc.
[bookmark: _Toc69118397]4.2.1 Lewin’s 3 step change model  
The first model of change was structures in 1946 by Kurt Lewin (Bamford and Forrester, 2003). He proposed that to ensure the success of the change and new behaviour, it is necessary to discard the previous behaviour completely (Burnes, 2004). According to Lewin in 1952, a successful change project must involve three steps, unfreezing, changing and refreezing. The first step is unfreezing where the current system or the procedure is unleashed as an urgent concern. Changing is the state of moving forward from the old system into the new system and it requires the processes in transition. Refreezing is how the change is incorporated into the strategic objective of the company (Eldrod and Tippett, 2002; Levasseur, 2001). This model of change recognises the need to discard old behaviour, structure, processes and culture before successfully adopting new approaches (Bamford and Forrester, 2003).
The figure below shows the diagram of the change model. 

[image: Planning and Executing Change Effectively]Figure 1: Lewin’s Change Management Model
Source: saylordotorg.github.io




This three-step model was used to understand the process of organisational change, it was well established and thought to be highly effective (Bamford and Forrester, 2003; Burnes, 2004). In early 1980s, this model was criticised for not being suitable for rapid and transformational changes (Kanter et al., 1992; Burnes, 1996), it was suggested that it was more appropriate for small-scale and incremental change (Burnes, 1996, 2004; Senior, 2002). 
[bookmark: _Toc69118398]4.2.2 Kanter’s 10 Commandments for Executing Change model
Kanter and her co-authors (1992) proposed a 10 step model to guide the implementation of major organisational change. This model acts as a blueprint for organisations set to the process of change and also evaluates the changes that are already in progress (Mento, Jones and Dirndorfer, 2002). Kanter states that implementation is an ongoing process of discovery and a blend of both art and science. How a manager implements change and what the actual change is, both are equally important (Kanter et al., 1992). 
[image: ]
Figure 2: Kanter’s 10 commandants for executing change
Source: Twitter.com
The 10 commandments are as follows: Analyse the organization and its need for change; Create a shared vision and a common direction; Separate from the past; Create a sense of urgency; Support a strong leader role; Line up political sponsorship; Craft an implementation plan; Develop enabling structures; Communicate, involve people and be honest and Reinforce and institutionalize change (Benvenuti, 2011). 

[bookmark: _Toc69118399]4.2.3 Kotter’s 8 stage model
Kotter’s model of change emphasises the importance of holistic approach when dealing with change. About 70% of the changes to organisations may fail if it is not taken into consideration (Jalagat, 2016). This model has 8 stages and each of these stages is associated with errors that weaken transformational efforts. The stages are: establishing a sense of urgency, creating the guiding team, develop a vision and strategy, communicating the change vision, empowering a broad-based action, generate short term wins, consolidate gains and produce more change, and anchoring new approaches in the culture (Kotter, 2012).   
[image: Kotter's 8 step Model of Change]
Figure 3: Kotter’s 8 stage model 
Source: managementstudyguide.com

These days Kotter’s 8 stage model is the most popular change management model in the world. It is simple model and very easy to follow and it can be incorporated in any organisation. Unlike other models, this model focuses on preparing employees for the change rather than how to implement the change itself. This is the most commonly used change management model as it encourages to focus on employee experience and engagement and an appropriate workplace communication (Cameron and Green, 2019).


[bookmark: _Toc69118400]4.2.4 Steps taken to make changes in Waverley School
The step that were taken to make the changes possible in Waverley School falls into Kotter’s 8 stage model and Kanter’s 10 step model. There are a lot of similarities in these two models which are given in the table below:

	Kotter’s 8 step
	Kanter’s 10 

	
	1) Analyse the organization and its need for change

	1) Establish a sense of urgency
	2) Create a sense of urgency

	2) Create the guiding coalition
	3) Support a strong leader role
4) Line up political sponsorship

	3) Develop a vison and strategy
	5) Create a shared vision and common direction

	
	6) Separate from the past

	4) Communicate the change vision
	7) Communicate, involve people, and be honest

	5) Empower broad-based action
	8) Craft an implementation plan
9) Develop enabling structures

	6) Generate short-term wins
7) Consolidate gains and produce more change
8) Anchor new approaches in the culture
	10) Reinforce and institutionalize the change


(Todnem, 2005)
Table 1: Comparison between Kotter’s and Kanter’s model



According to a member of Senior Leadership Team (SLT) of Waverley School, the following steps were taken to manage change in Waverley School:
1. Establish a sense of urgency: When pandemic was announced and there was a possibility of lockdown, the school started to plan to make changes in order to deal with that emergency situation. They had to ungently concentrate on a few key points: remote learning for pupils, remote working for staff, social distancing inside the school, deep cleaning of the school.
2. Support a strong leader role: The government made new policies with strict guideline for the head teachers and principals to enable them to carry on teaching pupils. In Waverley School, the Executive Head Teacher was leading the changes.     
3. Create the guiding coalition: The Head Teacher created a change management team with the SLTs from all three institutes. They all had several meeting in order to discuss the possible upcoming changes due to Covid-19.
4. Develop a vison and strategy: The team developed strategy to allow the school carry on with their work following the guideline 
5. Separate from the past: The new ways were completely different than the past, they had to discard the past behaviours and ways of doing things and adopt the new strategy and new ways.
6. Communicate, involve people, and be honest: Once the decisions were made, the school governors and staff were given an overview of the situation and new plan of directions. The staff were provided some training sessions to understand and familiarise with the new strategy and plan. 
7. Develop enabling structures: At this stage, the changes were put in place one by one. For example: the first step the school took was to deep clean everything in the whole premises and change the structures of the lessons, etc.  
8. Reinforce and institutionalize the change: The senior leadership team was focused to ensure that the new system and the new rules were being implemented. The staff were given appropriate trainings and all the latest documents were passed on to each and every one of the member of staff. The roles were redesigned to match the reality. 


[bookmark: _Toc69118401]4.3 The leadership style
Successful leadership of change implies ensuring that the social, emotional and relational concerns of those directly affected by change are considered and made provision for, by the change agent (Starke, Sharma, Mauws, Dyck, & Dass, 2011). Duck (1993) claims that in order for significant change to occur in any organisation, each person within that setting must undergo a change, in terms of their thoughts, attitudes or actions. I realised that the first change was required of me – as change leader or facilitator. The challenge is to understand what type of change I am leading
Leading and inspiring employees amidst a global pandemic is only possible with compassion for workforces and communities. The need of the hour is for leadership to focus inside and then outside. This will enable them to lead from the heart and the mind. Leaders also need to align their approach with their actions to take the organisation through the crisis. This situation requires clarity and decisiveness for embracing the challenge and managing the transition. As leaders attempt to respond, they must also place the safety of their employees at the core. In addition to the employees, it is crucial to identify all critical contributors to the business (such as customers, vendors, regulatory bodies, and partners) and ensure their inclusion in the strategies to keep the workforce safe (Deloitte, 2020).


[bookmark: _Toc69118402]5.0 Organisational culture 
“The way we do things around here” is the most simple way to describe organisational culture according to Deal and Kennedy (Deal and Kenney, 1982, p. 4,59,60) and Schein (Schein, 1992, p. 8–9). This definition is straightforward and behaviour focussed. Afterwards, discussing and focusing on other elements such as values or practices, Hofstede described organisational culture as, “shared perceptions of daily practices should be considered to be the core of an organisation’s culture” (Hofstede, 1997, p. 182–3).
Every organisation sets a desired target to accomplish through a series of values, norms, standards for behaviour and shared expectations, defined by Jones and George (2003:98) and Hargreaves (1992:271) as organisational culture, that influence the way in which individuals, groups and teams interact with each other and co-operate. These cultural elements and their relationships create a pattern that is a distinctive part of an organisation, as personality is unique to the individual (Hellriegel, Jackson, Slocum, Staude, Amos, Klopper, Louw & Oosthuizen, 2004:365). 
[bookmark: _Toc69118403]5.1 Culture of Waverley School
There are some of the aspects of organisational culture described below (Davies et al., 2000). 
Attitudes to innovation and risk taking: This means whether an organisation encourages using new techniques and systems and keeps up with innovations instead of maintaining their traditional ways and values (Davies et al., 2000). 
Waverley School is always open to trying new things. Whether its new technologies, new systems or new topics in the curriculum, they are ready to embrace changes. To enable the staff to adopt the new systems, they provide appropriate trainings too. 
This attitude was really beneficial to the school when pandemic hit them and everything changed. They were able to adopt the new systems and technologies fairly quickly and effectively. Within a few weeks, new automated system was put in place to avoid using paper forms and letters for anything. 
Centralisation of direction: This element means whether the objectives of the organisation and performance expectations are set centrally rather than encouraged to devolve.
In Waverley School, the executive principal delegates to the head of each institutes and the senior managements. They have meetings and conversations with the executive principal but they have the authority to take the ultimate decision in most cases. 
This was also a positive element for the school during pandemic. The principal had meeting with SLT and set objectives together following the government guideline. The head of each institute and their senior management team decided on what changes will take place and how they will take place in their institute. They were able to take the best plan of action for their individual institute.      
Patterns of communication: This means how much of the communication such as: instruction and reporting are restricted to formal channels compared to informal channels. 
Waverley School very formal with communication among the staff and parents. For staff absence, leave of absence, personal development etc. everyone has to follow the correct procedures and correct channels, such as automated telephone system or school email.
This was not very helpful during the pandemic. Some staff and parents are sometimes not able to check emails frequently. As a result, a lot of the times they were not informed about things like the new rules and regulation changes, new systems or new rota for staff; which caused some inconvenience to them.  
[bookmark: _GoBack]Outcome or process orientation: This aspect is the extent to which the reward systems are focused, the tasks or the outcome. 
Waverley School is equally focused on the process and the outcome of the tasks. During the difficult time of the pandemic, they focused on the end results of the tasks so that they met the objectives of the school and the government. They also focused on how these tasks were processed, they made detailed plans and directions with small targets to ensure their effectiveness. 
Internal or external focus: This is the extent to which attention is directed at external stakeholders, especially customers and the wider community, compared with an emphasis on internal organisational issues.
People orientation: this dimension encapsulates the attitudes towards, support for, and valuations of, the organisation's human resources.
Every individual in the school has their own PDP (personal development program), they are given some objectives to achieve annually which can impact on their increments in wages. Pupil receive academic progress report termly.
Team orientation: does the organisation encourage and reward individualism, or are internal structures designed to foster and value close teamwork?
There are some team orientation in this school. For example: the TA teams are assigned team-goals, Lunchtime Supervisor team has their own goals and objectives. In achieving the goals and objectives
Attitudes to change: to what extent is the organisation focused on internal stability rather than dynamic concerns (such as increasing size, scope or competitiveness)?
There is general stability in the school. But sometimes they change regulations quite frequently which can cause confusion for the pupils and staff.


[bookmark: _Toc69118404]6.0 Recommendation 



[bookmark: _Toc69118405]7.0 Conclusion 
Organizational change enables organizations to device ways to implement change management effectively with the aid of different change models. Lastly, change management provides many benefits that organization receives provided such change is aligned with the corporate‟s goals and objectives. Under the circumstances they have done what they could
It is evident from this article that change is an ever-present element that affects all organisations. There is a clear consensus that the pace of change has never been greater than in the current continuously evolving business environment. Therefore, the successful management of change is a highly required skill. However, the management of organisational change currently tends to be reactive, discontinuous and ad hoc with a reported failure rate of around 70 per cent of all change programmes initiated (Balogun and Hope Hailey, 2004). This may indicate a basic lack of a valid framework of how to successfully implement and manage organisational change since what is currently available is a wide range of contradictory and confusing theories and approaches, which are mostly lacking empirical evidence and often based on unchallenged hypotheses regarding the nature of contemporary organisational change management.  (Todnem, 2005)
In this article, comprehensive analyses of energy, environmental pollution, and socio-economic impacts in the context of health emergency events and the global responses to mitigate the effects of these events have been provided. COVID-19 is a worldwide pandemic that puts a stop to economic activity and poses a severe risk to overall wellbeing. The global socio-economic impact of COVID-19 includes higher unemployment and poverty rates, lower oil prices, altered education sectors, changes in the nature of work, lower GDPs and heightened risks to health care workers (Mofijur et al., 2021)
.
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