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[bookmark: _Toc113200946]Introduction
In this essay, we will look at how organisational learning influences how organisations create anticipatory adaptation to change. One of the factors that might explain the various levels of anticipatory adaptation to  change is that the need to learn rises in situations with increasing uncertainty, such as the case of climate change.
Change management, according to John Kotter's consulting, refers to a collection of fundamental tools or frameworks designed to keep any change endeavour under control. Often, the objective is to reduce disruptions and the effects of the change.
Organizational changes may have an impact on the business plan of the company, the processes used to carry out that goal, and the workforce. In general, tiny changes don't alter an organization's fundamental strategy, but certain changes are what cause an organisation to evolve.
However, in today's cutthroat market, well-planned and implemented transformation secures organisational survival. For the company, change may result in a variety of positive outcomes, including increased and better competitiveness, better financial performance, happier employees, and higher levels of customer satisfaction. Benefits could take a while to materialise, and the transitional phase is a turbulent, unpredictable time. Though change isn't always good, it may be managed in a way that strengthens rather than weakens employees' loyalty to a company.
As a result, the organization's change process must be controlled in order to keep the corporation moving toward its new vision and stated goal. Furthermore, organisational transformation is about individuals changing. As a result, the change must begin with consideration for its influence on the organization's staff. However, change is a continual component of the organisational growth process; it strengthens the firm for future success. Furthermore, organisations usually alter in reaction to external influences such as social, legal, economic, political, and technical considerations.
[bookmark: _Toc113200947]1.0  Critically analyse the relationship between environmental change and organisational capability
Setting up a business to generate revenue is not the only objective that must be highlighted when it comes to the essence of the business world and the mortality of the business place. It is much more personal and ethical than that. To make sure the workplace is complying with all the rules, ensuring a positive and healthy environment for the employees is of prime importance. The set of external circumstances and internal forces that can have an impact on any organization make up the environment. It is helpful to divide the idea of the environment into two parts. The overall social trends, technical advancements, demographic shifts, and economic situations are all examples of the macro environment. Six elements make up the microenvironment, including the company, consumers, marketing intermediaries, suppliers, competitors, and the public.
Hence, to ensure the workforce’s satisfaction, motivation, and retention, a healthy environment plays a key role. The main question here is the effect of these environmental and their changes on the overall capability and functioning of the organization.
For a long time, management experts have considered an organizational adaptation to environmental change to be a major study priority. According to the behavioral theory of the company, businesses incorporate systems for adapting behavior, where a lot of behavior is determined by SOPs. Companies employ "routines" that have been created over time and in response to change, continuously adjusting to changing circumstances.
A growing body of research examines how firms adapt to significant environmental change, even though recent research continues to support the idea of adaptation as a gradual process.  As a result of the new phenomena, a firm seeks a reasonable "fit" with an organization's environment and stakeholders. However, different kinds of environmental change may force or demand various organizational responses. The type of environmental change depends upon the factors like the frequency, amplitude, speed and scope. Depending upon the change under discussion, the organization adapts itself.
The environmental change includes a different perspective toward the organizational culture. It is a microenvironmental factor, where how the company operated is given a thought. Keeping an open door policy and allowing the employees to express their thoughts and ideas across the hierarchy of the company, is a better approach and a positive change in the environment of the company. This will result in more open and direct communication within the organization. Processes and operations won’t take as long as to come to the orders were awaited and feedback took a week to reach the designation department. Even though this change will demand a little compromise from the upper management, the results and the efficiency of the operations would be so worth it in the end.
When it comes to the macro environment, the factors like pollution and environmentally friendly techniques are discussed. The climate is changing and due to these climate changes, the world is becoming a dangerous place to live. Here, the organization can play its role by further changing its environment. An efficient environmental change includes efficient waste disposal. The company can adapt to this change by simply investing its resources in this cause. Thus internal and external environmental changes are possible and with the right leadership, the company can enhance its capability and adapt to the change.
Management experts have long considered organisational adaptation to environmental change to be a significant study area. Changes in the context in which an organisation operates can result in the loss of a key client segment, a cost advantage in its operations, and, if ignored for an extended period of time, even the danger to the organization's existence. Cases of significant environmental change, sometimes referred to as "radical" or "discontinuous," have attracted particular study since it is in these situations that companies have the greatest challenges in adapting. A sizable corpus of empirical and theoretical work on organisational adaptation to instances of considerable environmental change, like as deregulation, arose throughout the 1980s and 1990s. (Haverman, 1992), privatization (Keisler and Sproull,1982; Johnson et al., 2000), technological change (Christensen, 1992), or change incustomer preferences (Kraats and Zajac, 2001).
The balance between environmental determinism and strategic choice is organisational adaptation. "Adaptation is a dynamic process that depends on the type and amount of power or reliance that exists between an organisation and its environment." (Hrebiniak and Joyce, 1985, p. 347)
The effectiveness and long-term success of organisations depend heavily on their capacity to learn and adapt. Therefore, a pertinent study issue is why certain companies are better at learning than others.  (Argote and Miron-Spektor, 2011).

[bookmark: _Toc113200948]2.0 Critically analyse the nature of change and evaluate complex concepts relating to leadership in relation to change management
The adoption of a novel concept or action by an organization is referred to as organizational change. Organizational change is generally structural and is intended to bring about changes to the organization's structure, procedures, and methods. For all kinds of organizations, change is a necessity. To stay on top of the market and to stay in the competition, change and its implementation hold key importance. For the competitive advantage that differentiates the business from its rivals in the market, change and different natures of change are crucial. When business and their leaders realize that their survival and their charm depend solely on their views and attitude towards the concept of change, they must also realize that its successful implementation is important too.
Anyone in an organization who is dedicated can initiate change. As a result, "commitment" is a prerequisite for change to occur within an organization. However, the majority of transformation programs fall short of the expected results. This paradigm makes the change process more complex and frightening in our mindsets. It is more crucial to understand how to "lead" change, though. This could be the main factor in why most organizations struggle with change. The success of a change attempt in companies is more influenced by the leader's roles in the process of change and the behavioral instructions they provide a link to that "transition". A process-based approach is used to assess and structure the things that leaders should plan and carry out.
Change can be effected inside an organization by leaders and staff members who are actively involved in it daily. These people frequently have a deeper understanding of client opinions and expectations. They are responsible for running the organization daily, so they might consequently have better insight into improving organizational processes. While it is widely acknowledged that the terms "manager" and "leader" have different meanings, it is difficult to pinpoint exactly why. In today's ambiguous environmental conditions, these two concepts—each of them serves a different purpose and must be employed appropriately for the success of the businesses. The concepts of management and leadership don't appear as systems that replace one another but rather as processes that complete one another.
Over and above management, leading the transformation process means something. Leaders must believe that they are responsible for overseeing the change process. One must add something to management duties as a leader. The development of an organizational strategy by organizational leaders, followed by the development of an initiative that is in line with that plan, marks the beginning of the change process. Change and leadership go hand in hand. Change is inescapable if there is effective leadership. Because one of a leader's primary attributes is to challenge the status quo. Change efforts are challenging to implement. Leadership should not be discouraged by such uncertainty. Leadership should be prepared for risks and hazards. Also, they must portray patience, perseverance, and resilience in the face of new challenges. Additionally, strong process orientation is necessary for change leadership. Knowing what to do at each crucial stage of the change process and approaching it as a process will help you reduce risks and increase your chances of success.
Leading and managing change is the most difficult component of running a business. Modern enterprises must adapt and be flexible to thrive in an environment where social and economic change occurs at a rapid speed. The management of human resources is the fundamental difficulty in driving transformation.
Kotter (1999, p. 19) stated that "greater change necessitates more leadership." The requirement for a leader to manage change was underlined by Kotter. Additionally, Nilakant and Ramanarayan (2006) stressed the value of leadership throughout each step of transformation, particularly the implementation stage.
One of the most frequent mistakes of organisational failures during transition, according to Kotter (1999, p. 7), is the failure to forge a strong leading coalition. He emphasised the significance of solid line leadership during times of transition.
Kotter outlined an eight stage transition approach that includes:
-creating a feeling of urgency.
-assembling a steering committee.
-creating a vision and plan.
-expressing the change's vision.
-encouraging widespread action
-generating quick victories.
-Increasing change and consolidating gains.
-establishing new methods as cultural norms.
To carry out the aforementioned actions, a leadership-required initiative must be taken. Through the aforementioned strategy, leaders would be able to minimise change opposition.
[bookmark: _Toc113200949]2.1 Kotter's Eight-Step Method
When it comes to the successful implementation of organisational change, Kotter's 8-step change model is one of the finest techniques (Kotter, 1996). To remain relevant in the software industry, a corporation like Microsoft must implement organisational reform. Whether the changes are modest or large-scale, the process of instituting organisational change is not always straightforward.
Kotter was a change management specialist whose eight-step change management approach is widely considered as one of the most effective in leading and managing organisational transformation (Kotter, 1996). The first phase in Kotter's strategy is to instil a sense of urgency by ensuring that all stakeholders within the company recognise the need of change.
Urgency may be produced when executives take the effort to hold open and honest dialogues with all employees about the company's dangers and prospects (Kotter, 1996). According to Kotter, for organisational transformation to be successful, 75 percent of a company's senior leadership must agree on the notion.
The second phase in Kotter's methodology is to establish a change coalition within the organisation (Kotter, 1996). Through strong and effective leadership, all essential individuals in the organisation must be involved in the transformation process. To maintain the feeling of urgency required for change, the coalition of change should include powerful leaders inside the company.

During the second stage, team building is also done to bring out the best in the leaders of the change coalition (Kotter, 1996). It is critical for change agents to collaborate as a group. To demonstrate inclusion, a change coalition should include people from all divisions inside the business (Kotter, 1996).
All the weak areas within the change process should be identified and corrected as soon as possible before the process of implementing organizational change begins.
The third step in Kotter’s approach of change implementation encourages change leaders to come up with a clear vision for change (Kotter, 1996). All the ideas generated by members of the change coalition should be harmonized to come with an overall vision that all the stakeholders within the organization can be able to understand.
A change leader should ensure that everyone participating in change implementation has a clear understanding of what the firm is attempting to accomplish. Specific values that the corporation intends to promote should influence organisational development (Kotter, 1996).
The change coalition should then devise a plan to assist it translate its vision into practical change. Every member of the change coalition should be optimistic about the future in order to encourage the rest of the people.
The fourth phase is for the leaders to convey their transformation vision to the rest of the company (Kotter, 1996). The success of a company is determined on how its executives implement its vision. The change message should be presented on a regular and forceful basis until all actions inside the company reflect its vision.
The sixth phase in Kotter's change implementation approach is to establish short-term victories that can excite employees (Kotter, 1996). To eliminate any negative beliefs from their heads, the workers should witness the instant consequences of change. To be justified, all stakeholders must see the rewards of change as quickly as feasible. Transition critics can only be silenced if the group has tasted triumph.

This can only be accomplished by setting short-term goals that are attainable. Change agents must work hard to ensure that all short-term objectives are met within the time frame specified. Short-term initiatives should be completed without the assistance of change critics in order to challenge them.
The seventh phase in Kottler's strategy is to build on the progress made during the early stages (Kotter, 1996). Leaders of change should avoid declaring triumph before the full process is completed. Change efforts, according to Kotter, are more likely to fail if change leaders get comfortable following initial successes.
The impetus for transformation should be maintained by continuously improving all areas of weakness. Wherever possible, change agents should be employed to bring in new ideas that might aid change (Kotter, 1996). Anchoring changes in corporate culture is the eighth and last phase in Kotter's model of change implementation.

All elements of the company should represent all of the ideals that change has brought about. Change should be ingrained in the organisational culture and should be sustained even if the change leaders leave.
[bookmark: _Toc113200950]3. Explore contemporary issues and their impact on business management
Change is the only constant thing in the corporate world. Business executives, managers, and employees all find organizational transformation to be a daunting issue. Market changes, the state of the economy, technological breakthroughs, or shifting skill-set requirements for the workforce may all have an impact on the need for change. According to Chandler (1996) and Hannan & Freeman (1984), both internal and external factors might cause an organization to transform today. Therefore, to optimize economic potential, businesses are forced to evolve due to external restrictions, internal constraints, resource reliance, and an increase in the number of competing markets. Even though organizational changes are typically a response to an event, business owners and executives should nevertheless prepare for challenges. Organizations must take a more proactive approach to solve problems and be prepared to deal with them as they arise. Effective management approaches, will facilitate organizational change and lessen opposition. The contemporary issue that occurs when one is talking about change and how change is managed are as follows:
1.       Telecommuting
Technology innovation has picked up speed and now significantly influences daily living. Many people claim that technology simplifies their lives by giving them access to knowledge instantly. While others disagree, they argue that technology hurts relationships and negatively impacts human interactions. There is no doubt that technology has changed how modern society looks and operates. However, changes due to technology might not be accepted by the employees in the company, thus making it difficult for the organization to compete in the market.
2.      Sustainability
Sustainability requires careful balancing. It is the capacity to carry out activities effectively in the present while simultaneously taking the necessary precautions to safeguard the future. Changing operations to be more environmentally friendly and lowering your carbon footprint are both examples of sustainability in terms of the environment. Businesses that decide to pursue sustainability encounter numerous difficulties. Although most businesses agree that sustainability is vital, few have managed to put sustainable principles into reality. Although it begins at the organizational level, change toward sustainability is implemented at the individual and group levels. To succeed, organizational behavior must be altered on each of the three levels. It takes time and effort to alter an organization's behavior to achieve sustainability goals. To successfully reduce an organization's carbon footprint, a lot of time, effort, consistency, and incentive are required. While the majority of businesses understand the value of becoming green, many are still having trouble changing their behavior to fulfill sustainability objectives.
3.      Outsourcing
The process of contracting external resources to provide services to assist in carrying out job functions traditionally done by internal personnel is known as outsourcing. American businesses outsource a wide range of services. To begin with, outsourcing can help businesses save a lot of money. The allure of boosting profit margins can frequently overshadow the importance placed on recruiting Americans. If businesses can find workers that can perform the same tasks as their current staff but at a cheaper cost, there is no harm in that. But that is still considered one of the most uprooting changes in the company. Today's business world is divided on this issue. Different levels of power within a company are affected differently by outsourcing. However, there is no question that outsourcing affects a company's organizational behavior.
The current management techniques face complex and diverse modern concerns. In order to attain high productivity, new management themes that accompany a highly dynamic corporate environment require fast introduction. Furthermore, today's managers are unaware of the best techniques for obtaining high performance inside their firms in today's competitive business climate. Regardless of the hurdles, managers must continue to accomplish the organization's goals and objectives. The document that follows offers 10 important recommendations that managers may put in place to ensure consistently above-average joint performance.
A manager should have transformative goals and an inspiring style since they play a role in enhancing an organization's management and achieving above-average performance. Transformational leadership assists managers in making exciting organisational decisions and overcoming big workplace obstacles.
Employee incentive programmes are the most effective way to increase productivity in the workplace. Managers should understand how to design reward schemes that benefit employees' well-being, such as work allowances, promotion, or pay increases. Furthermore, businesses should understand how to give incentives to employees, which promotes a positive employee-employer connection and pushes people to work harder for further benefits.
[bookmark: _Toc113200951]4.0 Analyse and evaluate the relationship between organisational culture and change
It is well known that organizational culture and organizational change have a unique and reciprocal relationship. Adapting to change in an organization can be easy or difficult depending on the culture of the organization. It can also affect how effectively it is conveyed. Significant organizational changes can significantly impact a company's culture. Organizational culture refers to how a business conducts itself. An organization's change occurs when there is a significant change within it. The phrase describes changes that have a significant impact.
Organizational culture may be most closely related to adaptability. Some businesses actively seek out ways to improve their operations and remain at the leading edge of innovation; they welcome change. Businesses that are more established prefer to operate as they always have, regardless of market changes. It is common for traditional businesses to have difficulty adapting to change; they could resist until it is necessary, only to fail at implementing it.
Cultural aspects such as communication routes influence change as well. When employees, clients, and vendors can quickly, clearly, and effectively understand change and change strategies, change projects are more likely to succeed.
Culture and change in organizations are complex and difficult to understand. Organizational culture can be helpful and hindering, advancing and impeded. It is common for people to be averse to change because of uncertainty. To support change implementation, these two can work together.
Organizing culture is a result of the ideals, expectations, and convictions of its members. Having a sense of identity and being part of something bigger than oneself is a benefit of culture. Assuring its members of consistency and assurance is one of the benefits of organizational culture. Employees might perceive any change within the company as a threat to their identity and culture. There is an immediate challenge to an organization's culture. The culture of a company is therefore crucial to the success of a change agent. Changing organizational principles should be aligned with the organization's values, specifically how it will strengthen and deepen those values. Change must be related to the future success of the organization. A member who feels loyal to an organization's culture also feels loyal to the organization as a whole. Employees' normative commitment is strengthened by placing a strong emphasis on the organization's growth and sustainability.
The ability to manage change effectively is a fundamental talent that is required by most managers and larders. There are very few workplaces where change management is not necessary and is not put into practise.

Here, we examine the fundamental tenets of change management and offer some guidelines for their use.
There are five major ideas that need to be kept in mind by leaders and managers when they attempt to manage changes.
1.Different people react differently to change.
2. Everyone has fundamental requirements that must be met.
3. People experience the "loss curve" as a result of changes, which frequently include a loss.
4. Expectation must be controlled intelligently.
5. Fears must be handled in light of developments.
The Organization's Need for Change Management and Its Goals
1. To permit modifications while preserving or enhancing service availability and stability.
2. To raise the likelihood that the transformation process will be successful.
3. To lessen the number of modifications that must be abandoned because of insufficient planning.
4. To make sure that everyone who may be impacted by changes is informed.
5. To offer a record of the modifications made to speed up and help with problem identification.
6. To make sure that all modifications are assigned technical and managerial responsibility.
7. To help with the precision of effect forecasts, including reaction time, usage, etc.
8. To make sure that, in addition to being informed, all parties who may be impacted by the implementation are prepared with the relevant paperwork and training.
Organizational culture and the process for managing change
The change management process and organisational culture are intertwined. There are several cultural effects on the process of change management. Every business has a distinct culture, thus management systems are tailored to fit around that culture. If an organisation implements a change process, it must be tailored to fit with its culture; otherwise, it must change the organization's culture.
The goal of a company's incentive process is frequently to increase an employee's performance in order to raise the company's financial standing. Some corporate cultures create obstacles for the implementation of changes, therefore they must get through individuals who are opposed to change. The majority of managers and executives are reluctant to make changes because they are worried about the changes' success or failure. Since these two things cannot be separated, cultural changes or changes that adapt to culture are necessary for changes to succeed. Successful change is usually the result of a strong interaction between organisational culture and the change management process.
Successful Change Implementation Techniques
If change is to be effective, it's imperative that a number of crucial factors are adhered to. Those factors include:

1. The idea and the seen need for change: In general, the idea should be serious and the perceived need for change should exist.
2. Adaptation: Adaptation happens after important people decide to move on with planned goals. Executives and general workers should contribute to the success of the change process, and the board of directors should sign any legal documents pertaining to significant organisational changes.

3. Resources: Change cannot occur without adequate resources, which must be distributed in a timely manner, with a specific emphasis on an adaptable budget, as well as the right human resources, technology, and other factors.

4. Implementation: Following the creation of a change decision and an organisational strategy, implementation takes place. Implementation processes such as capital approval, personnel training, and equipment and material planning are crucial.
A  thorough awareness of organisational culture to better understand the impact of modifications that support both individual and organisational performance, a research has been expanded. The idea behind organisational culture, changes to an individual, and the impact of a manager's own beliefs on working with team members have all been effectively addressed in that section.
Understanding the connection between culture and change led to the identification of how organisational culture may influence the process of organisational change, which was followed by an assessment of how organisational culture can influence both individual and organisational changes. Finally, a change process model, change resistance, and effective change implementation methods are explored.
[bookmark: _Toc113200952]5.0 Critically analyze the current forces for change in the organization’s micro and macro environment that can impact workplace culture and capability
Many aspects need to be taken into account before starting any firm. One of those aspects is the views towards change and the actual management of change, from the initial proposal to the implementation and the positive feedback from the customer as well as the working force. Businesses and most importantly changes never run in a "Vacuum." It operates in a setting that may be roughly classified into two types. First, there is the microenvironment, and then there is the macro environment.
In microenvironments, businesses are directly impacted by their immediate surroundings. Organizations can be impacted by forces or circumstances in their surroundings that are close to them and can affect both their performance and operations. The microenvironment is made up of six elements: the company, competitors, suppliers, marketing intermediaries, the general public, and customers. For instance, if a supplier is the biggest, or perhaps the only one, for a given product, then they are likely to have a big influence on your company, and the whole process of change management. Similarly, a rival on the market is any company that provides a product that is identical to or similar to the one the company does. Thus, they place great importance on their sales and marketing strategies. Hence, any change they incorporate in the competitor’s operations is a direct signal to do the same in their company too.
To make decisions, an organization has to take into account the uncontrollable factors that influence the macro environment. Corporate operations take place in a broader context than just their immediate commercial environment. A business faces a variety of opportunities and risks at the same time. Among the six components of the macro environment are the economic, demographic, natural, political, technological, and  cultural environments. When we talk about technology, adapting to the new strains and introducing them to the organization is just as important as acquiring new customers. Technological advancements mean a new source of freshly printed money. The elements include all the supplies and equipment needed to create a product, as well as the expertise and knowledge used in production. Having them in place can have an enormous impact on how well your business runs. In addition, every company needs to consider the environment and its resources as well. Renewable resources are forests and agricultural products. Coal, minerals, and oil, however, are fossil fuels that cannot be recycled. The operations and processes are changing in the organizations with the main purpose to fulfill the needs of sustainability. Such changes and steps, even change the culture of the organization, but a greater good is achieved.
[bookmark: _Toc113200953]5.1 Evaluate how organizational stakeholders can be efficiently led through complex workplace change  
The opinions influence and control of a large number of individuals could significantly affect the outcome of the business transformation. A seamless future depends on balancing individual pinions with the changing company needs. The stakeholders are these important people.
Even though a firm may have internal divisions, it's crucial to see it as a whole while pursuing growth or making adjustments. Processes and processes are frequently interrelated, which means that if one is not carried out correctly, it might significantly improve or interfere with another. Due to this interconnection, the success of any change initiative depends on involving all departments, clients, investors, business partners, and others.
The end users and the executive management of the organization are both considered stakeholders. The project teams, partners, funding or budget oversight, as well as any regulatory ag, regularly monitor them. For an organizational transformation to be effective, end users and executives are essential because their opinions, influence, involvement, and acceptance will determine the project's metrics. As a result, they ought to be involved at every stage.
The personnel who will use the new system or procedure the most, known as end users, should be included in change management as early as possible. Your efforts will be greatly aided by the perceptions of what is and isn't working both before the modification and subsequently throughout implementation. Additionally, early involvement of the end users will strengthen their commitment to the success of the program. Instead, of just something that is happening whether they like it or not, people are more likely to regard the change as their duty and something in which they are partners. The executive stakeholders, on the other hand, ought to be more than just the project's watchdogs. They should be dedicated to best practices and best results for the business, its employees, and its clients.
Naturally, good communication is essential for effective involvement. Decide how to involve the stakeholders in organizational change in the best possible way. In your communications, make sure to emphasize the change, its advantages, the hazards of staying the same, as well as upcoming training requirements and channels for queries.
In addition, one can use stakeholders as change agents rather than just soliciting their ideas and knowledge. Stakeholder groups should be established, and each should have an advocate for the cause. Give them a bigger stake in the success of the new endeavor by making them the facilitators of it.
Change can be challenging. Make careful to acknowledge individual or group contributions and set benchmarks that can be widely appreciated. Stakeholders seek recognition for their efforts. Make sure no good work is disregarded, whether it's a simple thank-you email, an award ceremony, or an office party.

[bookmark: _Toc113200954]Conclusion 
The effectiveness of a transformation process is heavily dependent on an organization's leadership. Management can use several leadership styles depending on the kind and severity of the change being accomplished. To guarantee the success of the transformation process, executives in modern businesses must take on diverse responsibilities while implementing change.
Managing change include determining the nature of the change, stakeholders in the change process and their responsibilities, and methods for motivating change. Management should begin change implementation by conveying the desired procedure to all stakeholders.
During implementation, management should give the resources and objectives for change that are required. Constant assessment and monitoring of the process ensures that the transformation is effective. Following implementation, the company should assess the results of the change process to ensure its success.
To summarise, changes are unavoidable for the proper operation of every company. Accurate change implementation reduces employee effort and enables companies to plan effectively and launch new strategies for the growth of their company. The most crucial part of this transformation is to obtain support from those who are involved in the process. Some crucial factors to remember while implementing change are to prepare adequately and implement correctly, while keeping people's needs in mind. As a result, everyone involved in the change implementation process will have a satisfying experience.
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