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[bookmark: _Toc164375005]Executive Summary
The merging of Lewisham Nexus Service and Aurora Options resulted in the establishment of Aurora Nexus, a non-profit organisation with headquarters in the United Kingdom, in 2021. Supporting people with autism and/or learning impairments is the organization's mission, as reflected in its shared vision and values. With the goal of improving its clients' quality of life, Aurora Nexus works to support social inclusion, independence, and easy access to necessary services. The organisation keeps improving the lives of those it serves by utilising its connections, resources, and experience.

This report looks at how Aurora Nexus handled change in the face of the Covid-19 outbreak and changing outside circumstances. It provides a thorough examination of the organization's reaction, emphasising organisational culture, leadership philosophies, and important areas in need of development. The objective is to provide guidance for upcoming strategic change projects that support sustained quality, competitiveness, and long-term growth in the provision of services to people with autism and/or learning disabilities.

By quickly switching to remote service delivery, utilising digital platforms, and adopting transformational and servant leadership philosophies, Aurora Nexus showed resilience and adaptability. Throughout the crisis, these leadership philosophies inspired employees, promoted teamwork, and upheld a strong client-centered emphasis. Notwithstanding these achievements, it was determined that there was still room for development in the areas of stakeholder engagement, communication tactics, and resource investment in change management. Aurora Nexus's capacity to overcome these obstacles and grow from its experiences demonstrates its dedication to lifelong learning and development.

Enhancing stakeholder involvement, reevaluating its organisational structure, and advancing the development of an inclusive, innovative, and resilient culture should be Aurora Nexus' top priorities going forward. By taking care of these issues, the company can make sure it is ready to adapt to changes in the future and maintain its commitment to provide its clients’ top-notch service. Conclusively, the leadership team of Aurora Nexus may use this report's insightful analysis and practical suggestions as a roadmap to inform strategic changes and sustain the company's long-term performance in a cutthroat industry.
[bookmark: _Toc164375006]Introduction
Organisational growth invariably involves change, and for Aurora Nexus, long-term success depends on efficient change management. The process of consciously changing an organization's skills, direction, and structure to reach a desired future state or adjust to a changing external environment is known as strategic transformation. This entails making thoughtfully considered and executed changes to the organization's core principles, including its vision, mission, goals, strategies, structure, procedures, and culture. The objective of this report is to conduct a critical analysis of the strategic modifications that Aurora Nexus, a well-known charitable organisation in the UK, has made with the goal of improving both its overall efficacy and market position. Because of its recent changes in its business approach and strong participation in the non-profit sector, Aurora Nexus was selected. To give a thorough assessment, the report will make use of important business analytical methods including the PESTEL model and SWOT analysis, as well as change management theories like Lewis's Three-Step model, Pettigrew's model, and Kotter's Eight-Step model. Furthermore, the report will be divided into five sections: an introduction, a summary and context of the organisation, an application of business analytical tools, an application of theories related to change management, and a conclusion and recommendations. 
Setting the scene, the first section describes the goal of the report, the selection of Aurora Nexus, and the technique used. A descriptive study of their operations is covered in section two. The third section makes use of the results to pinpoint areas in need of improvement. In order to put these recommendations into practice, section four examines change management techniques. Section five offers a succinct summary and suggestions for improving Aurora Nexus's overall impact and service delivery. Therefore, providing the company with shrewd advice on how to effectively manage its strategic adjustments in order to generate sustainable growth and competitive advantage is the expected outcome.
[image: ]Figure 1: Aurora Nexus (Aurora Nexus Homepage, 2021)

[bookmark: _Toc164375007]Overview of Aurora Nexus
Founded in late 2021, Aurora Nexus is a UK-based nonprofit organisation that provides support to people with autism and/or learning difficulties. The nonprofit organisation is committed to assisting people in maximising their level of independence and is registered with the Care Quality Commission (CQC). Despite being a very recent organisation, Lewisham Nexus Service (formed in 1993) and Aurora Options (created in 1994) were the two founding charities that merged to form Aurora Nexus (Aurora Nexus, 2021). Both organisations claim a wealth of knowledge when it comes to offering support services and managing changes in the social care industry. The primary goal of Aurora Nexus is to help those who are suffering from disease, disability, financial difficulties, or other difficulties. As a support professional who works directly with clients to give care, I have personally seen how both internal and external factors affect the charity's capacity to provide quality client care. The Aurora Nexus Team for Cancer Research UK is one of the fundraising projects that have helped Aurora Nexus broaden its influence and reach in recent years. The charity is run by a group of committed professionals, one of whom is Chairperson Gill Bryant (Aurora Nexus, 2024), who has played a key role in the expansion and development of the organisation. As of March 2023, the charity employed 200–300 people and had 6 trustee(s). Its total revenue was £7,970,946 and its total expenses were £8,103,795 (UK Charity Commission, 2023).

It is possible to determine whatever change management techniques Aurora Nexus had used in the past before the two nonprofits merged. For example, Lewisham Nexus Service introduced modern technology to enhance service delivery and communication, and adopted a person-centered strategy that prioritizes individuals' needs and preferences. Additionally, it modified services to meet the rising need for assisted living options. On the other side, to increase service coverage, Aurora Options forged alliances with regional authorities. To boost efficiency, it also streamlined service delivery procedures and created new training programs for staff members to advance their knowledge and abilities. These examples demonstrate the charity's proactive strategy for modifying its programs and organisational frameworks in response to changing client demands and obstacles. Aurora Nexus is steadfast in its dedication to its purpose of enabling individuals with autism and/or learning impairments to live happy, full lives, even as it looks to the future. The organisation has a solid history of delivering top-notch services and assistance, which puts it in a good position to keep improving people's lives and the areas it works in throughout the United Kingdom.
[bookmark: _Toc164375008]Business Analytical Tools Application
[bookmark: _Toc164375009]Identification of Change Drivers, Leadership, and Organizational Culture
[bookmark: _Toc164375010]External and Internal Change Drivers and Covid-19 Impact
Aurora Nexus has undergone alteration recently due to a number of external circumstances. The organization's strategy decisions have been impacted by political and economic considerations, such as modifications to government financing and regulations concerning disability services (Siddiqui, 2021). The programs and services provided by Aurora Nexus have also been influenced by social factors, such as changes in the public's conceptions of disability and inclusion. Technological developments have given the organisation new chances to improve its offerings and expand its clientele (Aurora Nexus, 2021). For instance, Aurora Nexus was able to provide remote support and training during the Covid-19 pandemic thanks to the implementation of digital communication technologies. The disability community as large as Aurora Nexus have been significantly impacted by the Covid-19 outbreak. Restructuring social distancing policies and raising health risks for disadvantaged groups have adjusted service delivery necessary. To continue to provide support its clients through this difficult period, Aurora Nexus has responded by adjusting its programs and putting new safety measures in place.PESTEL
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Figure 2: PESTEL Model


In addition, a number of internal variables have altered Aurora Nexus, affecting its development and capacity to respond to outside threats. Organisational SWOT (strengths, weaknesses, opportunities, and threats) is one of these internal change drivers (Ursol, Skrypnyk, and Vasylenko, 2019). Positive transformation has been facilitated in large part by Aurora Nexus's team of talented and committed employees as well as its experience in offering top-notch support for people with autism and/or learning difficulties (Aurora Nexus, 2021). The organisation has faced obstacles because of the charity's shortcomings, which include a lack of money and a reliance on outside sources. To continue providing services, the organisation must maintain strategic alliances and cautious budgeting. Furthermore, the nonprofit has taken advantage of chances to grow its digital skills, which has allowed it to reach a larger clientele and provide remote service delivery during the Covid-19 pandemic. Additionally, there are chances for Aurora Nexus to have a greater influence due to the rising demand for disability assistance services. Moreover, Aurora Nexus's long-term viability is threatened by rival service providers' rivalry and possible budget cuts (Aurora Nexus, 2021). Aurora Nexus is dedicated to its mission and values and is making every effort to provide high-quality services and support to people with learning disabilities and/or autism as it navigates these internal and external change drivers and the ongoing effects of the Covid-19 pandemic. 

Figure 3: SWOT Analysis

[bookmark: _Toc164375011]Leadership Styles for Change Management
Aurora Nexus has implemented a blend of leadership approaches to proficiently oversee organisational transformation. Notably, the company has adopted servant leadership and transformational leadership philosophies to foster innovation and guarantee that its offerings continue to be adaptable to the changing needs of its customers. To achieve a common vision and embrace change, team members must be inspired and motivated by transformational leaders (Villegas-Puyod, Marut Chaisanrit, and Simon Nnaemeka Ajah, 2024). The executives of Aurora Nexus promote creativity and innovation while cultivating a climate of constant adaptation and development. The organization's ability to respond to external change drivers, such the Covid-19 outbreak, has been greatly aided by this strategy. According to Tran, Spears, and Carey (2020), servant leadership highlights the significance of leaders putting the needs of their teams and the larger community first. This approach is demonstrated at Aurora Nexus by the company's dedication to offering people with autism and/or learning difficulties top-notch services and assistance. To make sure that the organization's change activities meet the needs of its stakeholders, leaders proactively solicit feedback from employees and clients. At Aurora Nexus, these leadership philosophies have been beneficial in bringing about change and helping the company stay flexible and resilient in the face of adversity. As long as it keeps putting innovation, teamwork, and community-focused leadership first, Aurora Nexus will be able to handle change in the future and continue to be a leader in the disability industry.
[bookmark: _Toc164375012]Impact of Change on Organizational Culture
The organisational culture of Aurora Nexus has been greatly impacted by the implementation of change, affecting the norms, beliefs, and behaviors that define the organization's identity. Successful change has been fueled by the adoption of transformational and servant leadership approaches, which have nurtured an innovative, collaborative, and empathetic culture. Staff and client interactions have had to adjust as a result of the Covid-19 pandemic-related move towards digital communication platforms and remote service delivery. As a result of the organization's digital transformation, new standards and expectations for collaboration, communication, and problem-solving have emerged (Aurora Nexus, 2021). Aurora Nexus's dedication to offering top-notch assistance to people with autism and/or learning difficulties has not wavered, even as the organisation has modified its programmes and services in response to outside change agents. The organization's principles and inclusive and empathetic culture have been bolstered by this client-centered approach. Overall, Aurora Nexus's organisational culture is now more flexible, strong, and welcoming because of the improvements that have been made. If innovation, teamwork, and client-centered care are given top priority, the company can make sure that its culture stays in line with its goals and mission.
[bookmark: _Toc164375013]Areas for Improvement in Change Management
Although Aurora Nexus has proven to be adept at managing change, there are still a few areas in which the company's change management procedures might be improved. Stakeholder engagement is one area that needs work. While Aurora Nexus regularly solicits feedback from employees and clients, the company would benefit from adopting more organised and inclusive strategies to involve a wider variety of stakeholders in the transformation process (Aurora Nexus, 2021). This can entail putting in place official feedback mechanisms, including focus groups and surveys, to get opinions and insights from a range of stakeholders, such as government organisations, community partners, and funders. It's also necessary to improve change communication. Although the organisation has done a good job of explaining the goals and intentions behind its change initiatives, some employees and clients are unsure about how these changes will specifically affect their jobs and responsibilities (Aurora Nexus, 2021). Aurora Nexus may make sure that all stakeholders are aware of the organization's change initiatives and their consequences by creating more thorough and focused communication strategies. Lastly, Aurora Nexus might profit from making investments in extra tools and assistance for change management, like training courses and positions specifically designated for this purpose. By making these investments, the organisation would be better equipped internally to handle change and stay flexible and resilient when faced with new difficulties.
[bookmark: _Toc164375014]Future Change Considerations
There are a few important areas that Aurora Nexus should think about changing in the future. Organisational culture, organisational structure, and leadership styles are some of these domains. The charity could potentially gain from enhancing its transformational and servant leadership methodologies in terms of leadership styles. This can include putting in place systems to guarantee that these leadership philosophies are regularly applied at all organisational levels in addition to giving leaders more training and assistance (Villegas-Puyod, Marut Chaisanrit, and Simon Nnaemeka Ajah, 2024). Aurora Nexus's organisational structure might potentially need to be modified in response to changing environmental conditions and business requirements. This could entail investigating new models for cross-functional cooperation and decision-making as well as evaluating and streamlining roles, duties, and reporting structures (Kelley, 2023). To keep the organization's culture in line with Aurora Nexus's mission and strategic goals, it should also be fostered and developed going forward. This could entail continuing to support efforts that advance diversity, equity, and inclusion in addition to investing in the training and engagement of employees (Tran, Spears, and Carey, 2020). Aurora Nexus may set itself up for long-term success and make sure that it stays flexible, strong, and responsive in the face of a constantly shifting business environment by proactively addressing these areas for possible change.
[bookmark: _Toc164375015]Change Management Theories Application 
[bookmark: _Toc164375016]Critical Evaluation of Change Management Models
Numerous change management frameworks have been created to assist organisations in navigating the intricate process of change. Lewin's Three-Step Model, Kotter's Eight-Step Change Model, and Pettigrew and Whipp's Content, Context, Process Model are three often utilised models. Every model has advantages and disadvantages that need to be considered when choosing a strategy for a particular organisational setting. 
Firstly, one of the change management frameworks is Lewin's Three-Step Model, which has three stages: unfreezing, moving, and refreezing (Burnes, 2020). Unfreezing entails raising awareness and inspiring motivation within the organization in order to get it ready for change. Moving involves putting the intended change into action. Whereas refreezing tries to stabilize and maintain the new behaviours or practices, The model's simplicity and emphasis on overcoming opposition to change (unfreezing) and preserving the sustainability of change initiatives (refreezing) are its main advantages. It also provides a straightforward but efficient framework for handling change. Despite its flaws, the model has drawn criticism for its sequential and linear methodology, which may fail to take into consideration the dynamic and iterative nature of development (Burnes, 2020). Additionally, it ignores organisational context—such as culture and structure—which has a big influence on how changes turn out.
Figure 4: Lewin’s Three-Step Change Model

Secondly, Kotter's 8-Step Change Model offers a more thorough method of managing change. Its steps include establishing urgency, forming a guiding coalition, creating a vision, communicating the vision, empowering action, generating short-term wins, consolidating gains, and anchoring change in the culture (Kotter, 2012). The model's merits include its emphasis on stakeholder engagement, communication, and the necessity of consistent effort throughout the change process. Additionally, it offers an organised method that can assist organisations in navigating the challenges associated with implementing change. Notwithstanding its shortcomings, the model's complexity may be too much for certain organisations to handle, and the steps' linear arrangement does not always correspond with the iterative nature of development (Miles et al., 2023). Moreover, there may be steps that overlap, which could cause confusion and inefficiency.
Figure 5: Kotter’s 8-Step Change Model



Lastly, Pettigrew and Whipp's Content, Context, Process Model emphasises the interaction between the content of change (i.e., what needs to change), the context of change (i.e., internal, and external factors), and the process of change (i.e., how change is managed) to take a holistic approach to change management (Sminia, 2017). This model's merits include its recognition of the interconnectedness of change aspects and its consideration of the distinct organisational context. It gives organisations a more sophisticated understanding of the variables influencing change outcomes, allowing them to adjust their tactics appropriately. Despite its shortcomings, this model's intricacy can make it difficult to identify particular change-related levers and may be difficult to implement in real-world situations (Sminia, 2017). Additionally, it does not offer the detailed instructions that more prescriptive models do, which some organisations could find more appealing. Because of this, every change management model has advantages and disadvantages, and the best strategy to choose will rely on the demands and circumstances of an organisation. The optimal strategy for Aurora Nexus would be a hybrid model that combines Kotter's 8-Step Change Model with Pettigrew and Whipp's Content, Context, Process Model. This would solve the shortcomings of each model while leveraging their strengths.

Figure 6: Pettigrew and Whipp’s Change Model

[bookmark: _Toc164375017]Suitable Change Management Model for Aurora Nexus
A hybrid and/or customised change management model that combines Kotter's 8-Step Change Model with Pettigrew and Whipp's Content, Context, and Process Model is recommended to successfully handle the requirements and difficulties faced by Aurora Nexus (Sminia, 2017; Kotter, 2012). This customised strategy minimises the shortcomings of each model while maximising their combined strengths. The four phases of the hybrid approach are pre-planning, planning, implementation, and anchoring. Using Pettigrew and Whipp's model as a guide, the pre-planning stage concentrates on comprehending the nature and context of change at Aurora Nexus, considering both internal and external variables (such as industry dynamics) and internal elements (such as culture, structure, and resources). The ensuing planning procedure is informed by this comprehensive assessment. The second stage of implementing Kotter's 8-Step Change Model is called planning, and it entails determining the urgency of the change, assembling a coalition for direction, and developing a clear vision and plan. Aurora Nexus may lay a strong foundation for the successful execution of change with these first two phases. To guarantee that the change process takes into account the content, context, and process dimensions of change, the implementation stage incorporates the two models. The transformation vision must be communicated, staff members must be given tools and support, quick wins must be produced, and progress must be tracked. The last stage is Anchoring, which combines Kotter's step of consolidating benefits and anchoring change in the culture with Pettigrew and Whipp's emphasis on integrating change in the organisation. This phase makes sure that the change initiative will last and cultivates a culture that encourages continuous adaptation and development.

Adopting a hybrid strategy makes sense since it builds on the advantages of individual change management models while addressing their shortcomings. The hybrid methodology makes sure that the circumstances and difficulties faced by Aurora Nexus are fully understood by adding Pettigrew and Whipp's emphasis on content and context. This knowledge guides the creation of specialised plans that complement the assets and requirements of the company. In addition, Kotter's 8-Step Change Model offers a methodical strategy for organising and carrying out change, considering the need for unambiguous communication, active stakeholder participation, and consistent work. The emphasis on urgency and vision guarantees alignment with the organization's mission and strategic objectives, and the step-by-step assistance assists Aurora Nexus in navigating the challenges of change. All things considered, the hybrid model provides an all-encompassing, customised approach to change management that is ideal for Aurora Nexus's unique requirements and environment. The organisation can successfully handle change's problems and put itself in a position for long-term success by implementing this model.
[bookmark: _Toc164375018]Proposal and Implementation of Change Strategy 
[bookmark: _Toc164375019]Proposed Change Management Plan
A hybrid changes management strategy that considers the internal and external factors affecting Aurora Nexus is necessary. This proposed strategy incorporates aspects of Kotter's 8-Step Change Model and Pettigrew and Whipp's Content, Context, Process Model (Miles et al., 2023; Sminia, 2017). While Kotter's 8-Step Change Model offers an organised method for organising and executing change, the Content, Context, Process Model concentrates on comprehending the particular context of the organisation. There are four phases to the suggested plan: pre-planning, planning, implementation, and anchoring.
The pre-planning phase should involve an analysis of Aurora Nexus's external environment, including market trends, industry conditions, etc. An assessment of the charity's internal elements, including its culture, organisation, and resources, is necessary. It's also important to specify the intended change outcomes and how they fit with the organization's objective. In the planning phase, Aurora Nexus should highlight opportunities and hazards to create a sense of urgency for change. A steering group made up of leaders and interested parties should also be formed by the charity. A clear vision and strategy for the intended future state should also be developed by the organisation. During the implementation phase, Aurora Nexus should inform stakeholders about the change vision, provide resources and encouragement to staff members to take initiative, create quick wins to create momentum, track results, and make necessary adjustments. Finally, the anchoring phase incorporates the modifications into Aurora Nexus's procedures, systems, and culture. This hybrid approach offers a structured method for successful change implementation (Miles et al., 2023) and highlights the significance of comprehending organisational context (Sminia, 2017). The suggested approach attempts to attain long-lasting, sustainable outcomes by customising the change strategy to Aurora Nexus's particular requirements.
[bookmark: _Toc164375020]Leadership Approaches and Styles
[bookmark: _Toc164375021]Initiating and executing strategic changes successfully depends on having effective leadership. A transformational leadership strategy is advised for Aurora Nexus's change endeavour because of its emphasis on encouraging creativity, motivating followers, and accelerating change. Idealised influence, inspirational motivation, intellectual stimulation, and individualised concern are the four main behaviours exhibited by transformational leaders (Thomas, 2024). Idealised influence is setting a high ethical standard and serving as a role model for others, which builds followers' esteem and trust. Creating a compelling vision and motivating people to work towards common objectives are the components of inspirational motivation. By questioning presumptions and promoting a culture of lifelong learning, intellectual stimulation promotes creativity and critical thinking. Finally, individualised consideration emphasises learning about each follower's particular demands and offering tailored assistance for their growth. Moreover, a transformational leadership approach is especially useful for spearheading change because it may establish a common goal, foster dedication, and enable subordinates to accept novel concepts and ways of behaving (Thomas, 2024). A transformational leader at Aurora Nexus, for instance, may motivate staff members to support a fresh endeavour by outlining a clear vision, offering encouragement and support, and cultivating a culture of ongoing learning and development. This strategy can aid in overcoming reluctance to change and raise the possibility of implementation success.
Step-by-Step Implementation Process
The hybrid change management model serves as a guidance for a sequence of interconnected processes that make up Aurora Nexus's implementation of the change strategy. This methodical procedure guarantees an organised and thorough approach to the implementation of change.

· Step 1: Assess Organizational Readiness – Using metrics including staff morale, leadership dedication, and resource accessibility, this initial step analyses Aurora Nexus's preparedness for change (Cummings and Worley, 2019). It assists in locating possible roadblocks and openings that could affect the implementation procedure.

· Step 2: Define Change Objectives and Scope – This phase defines the change initiative's scope and sets quantifiable, explicit goals (Kotter, 2012). It guarantees that everyone involved in the change endeavour is aware of the goals and constraints.

· Step 3: Develop a Change Roadmap – In this step, a thorough roadmap with important deadlines, assignments, and roles is created (Cummings & Worley, 2019). It offers a methodical and transparent framework for carrying out the change strategy, guaranteeing stakeholder accountability and alignment.

· Step 4: Communicate the Change Vision – In this step, staff are informed about the change vision and strategy, with a focus on how well it aligns with Aurora Nexus's goal and its benefits (Kotter, 2012). It encourages commitment and understanding among stakeholders, which makes the implementation process go more smoothly.

· Step 5: Build Change Capability – The training, tools, and other measures provided in this step improve employees' capacity for change (Sminia, 2017). This aids in the development of the abilities and self-assurance required to adjust to new working practices.

· Step 6: Execute the Change Roadmap – This step puts the change roadmap into action by completing scheduled tasks, keeping an eye on development, and resolving any obstacles or problems that crop up (Cummings and Worley, 2019). Stakeholder collaboration, regular communication, and feedback are crucial at this point.

· Step 7: Achieve Short-Term Wins – In order to create momentum and emphasise the advantages of the change project, this phase recognises and celebrates early accomplishments (Kotter, 2012). Employee motivation and engagement are sustained throughout the implementation phase with its assistance.

· Step 8: Review and Refine the Change Strategy – This step evaluates the success of the change strategy on a regular basis, makes necessary adjustments, and examines the strategy's progress (Sminia, 2017). This guarantees that the change endeavour stays in line with the changing requirements and environment of Aurora Nexus.

· Step 9: Embed the Change in Organizational Culture – The last phase updates policies, procedures, and systems, reinforces desired behaviours and values, and incorporates the change into Aurora Nexus's culture (Kotter, 2012). It contributes to ensuring the change initiative's long-term sustainability. Thus, using the methodical implementation process, Aurora Nexus may manage its change strategy more skillfully, resulting in a smooth transition and long-lasting outcomes.

Figure 7: Step-by-Step Change Implementation Process

[bookmark: _Toc164375022]Impact on Organizational Culture
Since organisational culture affects employees' attitudes, behaviours, and reactions to change, it is essential to the effectiveness of change programmes (Schein, 2017). The organisational culture of Aurora Nexus is probably going to be impacted in several ways by the adoption of the suggested change approach. The change strategy promotes a culture of adaptation and resilience by supporting ongoing learning and development (Kotter, 2012). The organization's capacity to adapt to future changes will be improved by the employees' increased ability to deal with uncertainty and take on new challenges. A more transparent and cooperative culture can also be developed by placing a strong emphasis on stakeholder engagement and clear communication throughout the implementation phase (Sminia, 2017). Enhancing collaboration and exchanging knowledge can stimulate creativity and productivity.

Moreover, the assimilation of the modified practices into Aurora Nexus's ethos via rules, procedures, and frameworks will strengthen intended conduct and principles (Kotter, 2012). By ensuring that workers' activities are in line with the organization's mission and strategic goals, this promotes a more cohesive and robust culture. Furthermore, the change strategy can foster a culture of empowerment and development by offering staff resources, training, and support (Cummings and Worley, 2019). Improved employee dedication, engagement, and contentment with the company can result from this, which can eventually improve output and performance. All things considered, Aurora Nexus's organisational culture may benefit from the application of the suggested transformation plan, which will encourage flexibility, cooperation, communication, and empowerment. Aurora Nexus can create a conducive atmosphere for change that is both successful and long-lasting by actively managing the cultural dimensions of change.
[bookmark: _Toc164375023]Conclusion
In conclusion, this report examined Aurora Nexus's change management procedures and noted important areas in need of development. Aurora Nexus has proven to be flexible in response to external forces driving change and dedicated to providing client-centered care. Change has been made possible by strong organisational cultures and effective leadership philosophies, but communication and stakeholder engagement issues still exist. The Covid-19 pandemic affected Aurora Nexus's operations and culture, requiring digital transformation and service adjustments. Aurora Nexus can preserve adaptation, foster resilience, and carry on offering outstanding support to people with autism and/or learning impairments by addressing areas that have been identified for improvement and putting recommendations into practice.

Aurora Nexus needs to improve stakeholder participation, fortify change communication tactics, and allocate resources and assistance for change management to tackle obstacles and adverse effects. Including a wider range of stakeholders using inclusive methods, such focus groups, and surveys, helps guarantee that different viewpoints are considered. To reduce confusion among workers and clients, it is imperative to have clear communication regarding change projects and their ramifications. Additionally, internal capacity and resilience can be developed through training programmes and positions specifically designed for change management, promoting effective change management even in the face of upcoming obstacles.
[bookmark: _Toc164375024]Recommendations
In the short-term, Aurora Nexus should put a high priority on enhancing stakeholder communication and participation through the implementation of thorough communication plans and inclusive feedback systems. In contrast, the charity should make a mid-term investment in change management resources to develop internal capability, such as training courses and positions with specific responsibilities. Lastly, in the long run, Aurora Nexus should review its organisational structure to maximise cooperation and decision-making, while building a solid, welcoming culture via employee engagement and development programmes. Through implementing these suggestions, Aurora Nexus will be able to successfully manage change in the future, uphold its dedication to providing client-centered care, and ensure long-term success.

Figure 8: Change Recommendation Process
Short-term
Mid-term
Long-term

However, negative effects could befall Aurora Nexus if the areas that have been highlighted for improvement are not addressed. Insufficient involvement of stakeholders may result in non-coherent change endeavors and overlooked prospects for significant feedback from varied viewpoints. Confusion, resistance, and a decline in trust between staff and clients can all be consequences of poor communication. The potential deficiency of Aurora Nexus's operational efficiency, competitiveness in the market, and ability to offer exceptional services to people with autism and/or learning disabilities could arise from inadequate allocation of resources towards change management.
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