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[bookmark: _Toc85397640]Introduction

Section one of this assignment focuses on a forced change. The change in the current workplace is the covid-19 pandemic. The unit leader will critically analyse the forces and conduct SWOT Analysis on the organisation’s microenvironment and PESTLE Analysis in the macroenvironment, these will be displayed in tables and placed in appendices. There may be an impact on the culture of the organisation, because of the change, the unit leader will try to lessen any negative impact and encourage the positives such as creation and innovation. The nature of change is there will be emotions, this may impact on individuals’ capabilities to carry on with tasks as they would normally. The unit leader will again, try to lessen negatives and focus on positives. Change requires time to process, and the leader must be open and honest and support individuals through every step. Section two evaluates how to lead stakeholders through the change, what leadership style to use, what skills are beneficial, including Emotional Intelligence. There will be change models used, explained, and applied to the workplace. The unit leader will have a voice by including conclusions throughout.

1.0 [bookmark: _Toc85397641]Critically analyse the current forces for change in the organisations micro and macro environment that can impact workplace culture and capability.

[bookmark: _Hlk85392701]Hallencreutz & Turner (2011) define change as a core aspect being altered in an organisation. Change is complex, can be constant and will require leaders to use hard and soft skills. Due to the nature of changes and the differences in organisations there is not a general definition of best practice for change, it will depend on many factors including leadership, organisational culture, individuals, and the change itself. Many changes that take place in an organisation have an unknown outcome, there will be many variables to consider when instigating change. Waddell et al (2019) agree with Hallencreutz & Turner (2011) that change in an organisation is not a standardised process and it can be challenging, especially for leaders. There are no two changes the same, there are risks and rewards and the process can be chaotic and even traumatic. There are many stakeholders to consider and as these people are individuals, there will be many differences encountered. 
Lunenburg (2010) also agrees with Hallencreutz & Turner (2011) that change is a core aspect in the organisation being altered, moving from its current state to improve effectiveness. The education sector is always changing, most educators would rather this was not the case and would much prefer stability to change, particularly because of the impact change can have on pupils. Lunenburg (2010) state that external forces for change can include items such as technology, laws, and economics. Internal forces for change include problematic people and processes of administration. Fullan (2005) agrees with Lunenburg (2010) that there must be changes. The microenvironment changes mean making a difference to people’s lives, in education this would be improving life chances of pupils. The macroenvironment is very important in education, not only because the forced changes will come from government changes, but because the pupils will be the future and society require well rounded individuals.
In the current workplace there has recently been a major change. The force for this change has been the disease Covid-19. In March 2020 the U.K Government announced that there was a Global Pandemic and advised that schools would shut, and many people must work from home. On March 23rd, 2020, at 4:01pm, the secretary of state for health and social care, Matt Hancock stated that the U.K was facing the most serious public health emergency in a century, HC Deb (23 March 2020). The schools had no option other than to quickly digitalise. The weeks prior to lockdown staff in education sectors were busy preparing for a lockdown in any way possible. The unit leader mostly prepared workbooks, because if the lockdown happened, the pupils could take paper-based work sheets home with them, or it could be posted to their home address. 
The SWOT Analysis in Appendix 1 is evidence-based on the force for change in the microenvironment. It explains in detail the Strengths, Weaknesses, Opportunities and Threats that have occurred because of the workplace change, which is to begin online learning because of the Covid-19 pandemic in March 2020. The use of technology is a strength because it can allow online learning with the class, it is also a weakness because technology can be unreliable, in the current climate technology gives the opportunity to have larger class sizes, but the threat is that devices can be unaffordable, particularly for children from a disadvantaged background. Staff is a strength as they are highly skilled, the weakness is that only the unit leader will attend online lessons and they will not have any support, this does give support staff the opportunity to upskill during this time, but the threat is that the unit leader/other teaching staff will not be able to have any training time and they may have to home-school their own children at the same time.
Funding can be available for the unit to purchase resources, the strength is that there can be technology items available to loan to pupils, the weakness is that there are only a certain number of devices available and due to covid-19 the supplier is unable to deliver more, and a different supplier would need to be arranged. The opportunity is that any devices that can be sought would belong to the unit, when there is a return to face-to-face teaching there would be enough devices for all the pupils, the threat is that any devices purchased would have to be set up by parents as the I.T team are working from home so they could only assist parents over the telephone. The strength for teaching and learning online is that there is more scope for 1:1 teaching, the weakness is that the children will have difficulty in focusing for online sessions. The opportunity is to have more pupils online at the same time than in the classroom because of space restrictions, the threat is the pupils will find focusing for long periods very difficult. An individual learning initiative will be a strength as the unit leader will be able to focus on the pupil progress in literacy and numeracy, the weaknesses is there will be a lack of social skills learnt. The opportunities are that a 1:1 lesson will include specific interventions, the threats are there will be reduced teaching hours. 
The evidence-based SWOT Analysis shows that for every heading there is a strength, weakness, opportunity, and threat. When teaching disabled pupils, the environment can be very turbulent, whether this is online or face to face. The pupils require a great deal of support whether that is from a parent/caregiver or school staff member. There are certain areas where it is easy to identify the possibility of changing a weakness into a strength and a threat into an opportunity, such as purchasing resources, the weakness is the normal supplier is unavailable and therefore a new supplier must be sought. This could eventually be a strength because there is the possibility that a rapport could be built with the new supplier, and therefore a better deal could be sought. This could benefit the organisation financially and there may be a service deal available. The threat of having limited I.T support for staff and parents could be turned into an opportunity for training courses, employing specialists, or having new service agreements with other organisations that could be cost saving. 
The force for change in the current workplace is covid-19. Research by Lacobucci (2021) shows that this is a global pandemic, and the virus is killing people across the U.K daily. The severity of the disease increases with age and underlying health issues. Mahase (2020) agrees with Lacobucci (2021), the figures given in a death rate study, show that adults of eighty years and onwards is as much as 7.8% where children aged nine years and under is as low as 0.0016%. These figures were unknown at the start of the pandemic and therefore it was vital that all ages were to be kept as safe as possible by staying at home. Older citizens and those with underlying health issues were encouraged to shield, this would mean not leaving the house at all. Despite the early research from other countries particularly, stating that children are low risk, the government has had to evaluate the bigger picture, which is to slow the rate of spread of covid-19. Children were not allowed to play with friends, attend school, visit a play park, they were only allowed one hours exercise a day, in the form or a walk or bicycle ride which would start and end at home.
The PESTLE Analysis in Appendix 2 is evidence-based on the force for change in the macroenvironment. Political – Covid-19, the government introduce stay at home laws and this impacts on education. Children are not to attend school and must learn through alternative methods, the favoured method used in the current workplace is online learning via Microsoft teams. Economical – Covid-19, the governments stay at home laws impacts on employment, the only sectors attending work are key workers such as medical staff and food distribution staff. Many parents are working from home or being furloughed, encouraged to access benefits. Unfortunately, the latter options take time, therefore families had to struggle financially, this would impact on the economy. The only childcare available is for key workers, parents must try to work from home and look after children, while trying to home-school them at the same time.
Social – Covid-19, citizens are advised to stay at home, there is no mixing of households or meeting other people inside or outdoors. Pupils are unable to meet with their peers, they are isolated from others. Disabled pupils struggle to understand the breaks in their routines and are affected by not being able to see their usual caregivers. Technological – Covid-19, pupils must move from face-to-face learning to online learning. Technology companies are updating programmes as quickly as possible, media is giving access to free televised tutorials. Legal- Covid-19, the stay-at-home legislation is governed by law enforcement. The government have a legal obligation to offer all children a free education, they must ensure that they are receiving the correct amount of tuition. Environmental – Covid-19, children are being home-schooled, this means that every house with a child, will use extra lighting, heating, and computing devices, this will have an increase in their energy usage. 
In conclusion, change must occur in organisations to improve efficiency and effectiveness. Changes can be forced internally (microenvironment) and externally (macroenvironment). The covid-19 pandemic has forced many changes. Without the current workplace adapting, hundreds of children would have lost a year of education. The SWOT Analysis and PESTLE Analysis conducted is evidence-based, it explains the impact of Covid-19 in the current workplace and how the current workplace has adapted to this forced change.

[bookmark: _Toc85397642]1.1	The impacts on workplace culture from the change.

According to Dawson et al (2021) organisations may start with a culture of creativity, where staff are encouraged to come up with new ideas, this will lead to innovation of products and services, which leads to changes taking place because the organisation is pushed forward by market economic forces, the company must continually improve existing products and services or make new products and services. Creativity, innovation, and change are interlinked. Deszca et al (2019) agrees with Dawson et al (2021) that there must always be creativity, innovation, and change. Staff are individual, they have their own thoughts and reasons for the way they work. What is needed in an organisation is a change leader, the leader will set the direction, and help the staff through the changes. The education sector deal with changes regularly. Many changes are due to government changes, in particular curriculum changes. Local government make changes such as staffing and pupil numbers. Head Teachers make changes often, moving teaching staff to different year groups, changing teaching times throughout the school day. Teaching staff can be very adaptable and resilient; however, they are still individuals and as stated by Deszca et al (2019) individuals will need to be led through change. 
Handy (2007) states that an organization is a micro society, and it is driven by individuals. The leaders will only be able to lead effectively if the individuals agree to be lead. Individuals decide what their motivations are, and it will be down to the leaders to understand them, and the culture of the organisation. Every organisation will have their own culture, the way they do things, they will believe that the way they do things are the best way.  When a company introduces a change, it can affect staff. Maund (2018) explains that a lot of changes that occur are unplanned, and these forced changes can cause chaos and unpredictable behaviours. Some individuals may welcome the change, they may be excited and enthusiastic, others may be upset or even angry. The culture of the organisation may change, some changes may be short term until there is clarity and staff are led through changes. There may be waves of uncertainty and conflict, while going through different elements, the workplace culture may be affected during these periods. The best practice for the leader is to communicate with the staff and keep them as aware as possible of the reason for the change, the change itself, and how the successes of the change may look.
In the current workplace the change has had an impact on the culture. Teaching Staff have become isolated, they have no support staff, they are dealing with pupils, parents, and senior management alone, this is over the telephone or online video calling. Job share positions are impacted and this is causing friction between staff members. There is conflict within the organisation because the unit may be the first class to return to face-to-face learning, this means that the support staff are very unhappy as they would have to return to work and mainstream staff would still work from home. Although there is childcare available for key workers, some staff do not wish to leave their children in a childcare setting, as they are fearful, they may contract the virus, some staff do not want to return to face to face learning because they fear getting the virus and/or passing it on to the pupils or family members. 
The culture in the workplace has always been staff helping one another, doing whatever is needed for the benefit of the pupils. The impact of Covid-19 is that staff members are becoming quite self-centred, they want to do what is best for them as individuals, this is partly due to fear. Covid-19 is a disease, there is little known information about it. Paton & McCalman (2008) state that a usual workplace change would not be this turbulent and there would be a clear direction. Unfortunately, in the current workplace, they are dealing with the unknown, the lockdowns are happening on statistics such as death rate, peaks of infection, infection per area, infection per organisation. There are daily changes that have been poorly communicated to the staff in the current workplace, there is not a model available of what success may look like or when it may be.
In conclusion, any changes made in the workplace will instil emotions, this may range from fear to excitement. Forced and/or urgent changes may be harder for the leader to deal with successfully, and there may be workplace conflict. A good leader will be open and honest and communicate with their staff as much as possible, to lead them through the change and minimise the impact on the culture. Support from the leader and other members of staff will be imperative. 

[bookmark: _Toc85397643]1.2	The impacts on workplace capability from the change.

McGrath & Bates (2017) state that change can elicit emotions. Individuals going through change may be in fear, anger, panic, on one end of the spectrum, all the way through to the other end of the spectrum which is excitement, happiness, or anticipation. These feelings will affect their capability in the workplace. Individuals will go through many emotions, this will also happen at different times, two individuals who are terrified of change may be led in the same way, by the same person, being involved in the same discussions. This does not mean that the two individuals will be ready to move onto the next stage at the same time. There are many individual reasons for how they are impacted, according to Niessen et al (2010) changes in the workplace have different affects on the capabilities of individuals. In a study conducted to establish whether staff members capability after change was age related, it was concluded that age per se was not a factor, it was the job experience staff had. Experienced staff, of any age, found adapting in the workplace to changes most difficult. It is unknown whether experienced staff are incapable to carry out changes in the workplace, with the correct training and support, or if they are entrenched in the culture of this is how it has always been done.  
A leadership model to support individuals through change is Kubler-Ross’s change cycle, Kubler-Ross & Kessler (2009). This model was originally used as a tool to help with the five stages of grief. This model can be used as an individual approach to assist individuals with dealing with workplace change. The leaders aim will be to ensure that individuals can carry out tasks in the workplace, these tasks may need to be adapted and it may be a slow process. The individual needs to know that they are being led through the changes and praised on small victories. Kubler-Ross’s change cycle has five steps. Step – 1 is Denial, the initial shock from the news of the change, the individual may refuse to accept what has occurred or what is due to occur. Step – 2 is Anger, once the individual has accepted the change is going to happen, they may become angry. They may be angry at their leaders, the organisation, their colleagues and even themselves. Step – 3 is Bargaining, this will involve discussions to try to resolve any issues that have arisen, individuals may also try to reverse decisions made, or stall the upcoming change. Step – 4 is Depression, if the attempt of bargaining and stopping the change has failed, individuals may become sad that the inevitable change is looming. Step – 5 is Acceptance, the emotions felt in the last four steps are a necessary evil to get to the position where an individual can accept and embrace the change. 

In the current workplace, the covid-19 pandemic has meant that schools are closed, and all learning must be online. This change has had a massive affect on all staff and has resulted in workplace conflicts between colleagues and mental health issues. Staff members are frightened, they have never encountered a global pandemic, they have personal concerns regarding their families and friends’ health and wellbeing. Many staff members are working from home and looking after children at the same time, there is little or no childcare available. This is a sudden forced change; many staff members are shocked and unsure how it will be possible to teach as normal. The pupil’s education will be a priority; however, some online teaching is very difficult, particularly for emotional, social, and behavioural pupils and therefore, there will be no other option than to cut teaching hours. 
It is not possible to give the same level of care and attention to pupils remotely, there is also a fear that any safeguarding issues may be missed. Staff are very unhappy and confused, despite the headteacher being available for advice, the leadership team only have access to certain information and local and national government changes are happening daily. Staff are working to rule and doing their minimum hours a week, because they do not want to be trying to work and home-school their own children. All the uncertainty and fears have led to mental health issues, which is resulting in staff absence, supply staff would usually be brought into school, but during lockdown any staff shortages results in cancelled lessons, which will have a knock-on effect to pupils and their parents/caregivers. Khushal (2021) when reviewing Fullan (2007) state that change requires strong leadership and leaders are guided by moral purpose, the moral purpose for education is making a difference to pupils’ lives. If the capability of the staff is affected by the change and this results in staff becoming incapable to carry out their duty, the pupils will suffer. 
In conclusion, Covid-19 has highlighted that irrespective whether individuals and organisations like or accept change, it is inevitable. There was no way to solve the issue of Covid-19, lockdowns, illnesses, and deaths, only to make changes and attempt to adapt as quickly as possible. In an organisation such as a school, there are a lot of components to change, and this will impact on staff, pupils, and parents/caregivers. The culture of the organisation changes, the staff changes, and this may lead to questions on whether they are capable to do their jobs successfully. Covid-19 has influenced many mental health issues, which has led to staff absences. There is a reason why changes would normally be broken into stages, with staff led through step by step, the Kubler-Ross model can be very helpful when leading individuals through change. Support and training available to individuals will be helpful for them to feel capable despite the distress and emotions, they need to know they are in control, and they can succeed.

[bookmark: _Toc85397644]2.0	Evaluate how organisational stakeholders can be efficiently led through complex workplace change. 

In Appendix 3 the stakeholders of the current workplace have been identified and put into a stakeholder analysis matrix Mitchell et al (1997) The people who have the highest level of interest and influence are the Head Teacher, the pupils, and the staff. These individuals must be managed closely. The Head Teacher is the leader of the school, they are responsible for every decision made, they must know pupil and staff changes and progress. The pupils need to be informed of any decisions involving their education, including what classes to attend online during the pandemic and how to seek any help and advice from any other relevant agencies. The staff must be informed of any changes, this includes attending online meetings, training, and pupil progress. The local government have a low level of interest and a high level of influence. They will be kept informed of any relevant decisions, this will include absenteeism of staff and pupils and any safeguarding issues. Parents have a high level of interest and a low level of influence. Parents will be kept satisfied, they will be given relevant information on pupil progress and attendance dates and times. The community has a low level of influence and interest, they will be monitored. This would involve sharing key information with the local hub on social media, this would involve items like return dates to school, for safety reasons including traffic flow and car parking. 
A leadership model that could be used is Lewin (1944) change model. This has three steps and although it seems basic it is very affective. Step 1 – Unfreeze, there is a need for workplace change, the leaders and managers will be supportive of the change, doubts and concerns will be discussed and alleviated. Step 2 – Change, plan and implement the changes, lead the stakeholders through the change. Step 3 – stabilise the change, integrate it into the normal working day, celebrate the success. According to Hussain et al (2018) the Lewin (1944) change model is a great tool to support staff, keeping them informed at every step and leading them through the change. This model would be suited to a transformational leader, who is emotionally intelligent and a great communicator. Kippenberger (2002) state that a transformational leader trusts their staff and encourage learning and change, they are open and honest, share as much information as possible and if they do not know the answers to queries, they will say they do not know the answer, but they will try to find out. The transformational leader will be interested in other people’s input and advice, they are always happy to discuss any findings.
Carroll et al (2019) agree with Hussain et al (2018) that the correct leadership style for change is transformational leadership. Transformation is defined as going through a significant or fundamental change. A transformational leader will motivate and inspire their followers. Transformational leaders will set the direction, showing individuals the positives of the change and as importantly what may happen if they do not make the change. Transformational leaders will lead their followers through the change, step by step. There can be assumptions that the leader controls all situations and that it is their responsibility to tell others what to do and how to do it, which leads to the success of a change, this is untrue. Leaders rely on followers and the faith they have in the leader to lead them through the change, keeping them informed at every step.  
As stated above the ideal leader would be a transformational leader, with emotional intelligence. Many leaders are of high intelligence, with a good skill set, however, according to Goleman (2020) a great leader will have Emotional Intelligence (EI). There are five areas that leaders need to develop. 1- Self-awareness, leaders must understand themselves, their own emotions and what impact their emotions can have on other people. 2- Empathy, leaders need to have the ability to understand and share the feelings of other people. 3- Self-regulation, being in control of their own emotions, leaders must be able to avoid being impulsive. 4- Social skills, leaders must have good relationships with others and encourage them to become followers. 5- Motivation, a good leader will not need external motivation in the form of rewards, and they will be intrinsically motivated. 
In the current workplace, the unit leader is emotionally intelligent in the five areas. 1- the unit leader is very aware they are not as reasonable with others when they are hungry, they must avoid being in this position and have regular meals. 2- the unit leader, despite never owning a cat for example, could empathise with a colleague over the loss of an animal, they can understand how difficult this is and act accordingly. 3- the unit leader can self-regulate quickly and will happily tell others that it is a discussion for later/tomorrow/another day if necessary so they can avoid becoming emotional. 4- the unit leader will work hard at building relationships with others, they are very open and honest, and happy to have discussions with colleagues. 5- the unit leader is intrinsically motivated by the success of others, particularly pupils. Every day there will be a success to celebrate within the unit. During change it is imperative that the leader is emotionally intelligent, and they can supportively lead others through the changes.
In the current workplace the stakeholders will need to be led through this complex change. Kotter (2012) 8-step change model will be an excellent tool to lead the staff through this change. Step 1 – Create urgency, this is a global pandemic, there has never in education been a greater reason to make a change. The Prime Minister has locked down the country because mortality is under threat. Step 2 – Form a powerful coalition, Covid-19 has been in the news for a few weeks, there has been discussions on what other countries mortality rates are, and how they are dealing with the changes. The unit team have talked about possible scenarios and how it is vital that they remain a strong team, through these unprecedented times. Step 3 – Create a vision for change, this is unprecedented and turbulent, however, there are benefits that can be shared with the team in the early stages and hopefully that will become frequent sharing of information as time progresses. The greatest benefit is that the staff will not need to attend school, for a minimum of three weeks. This is to benefit their health first and foremost; they will be fully paid and can take this time to upskill with online courses on the internet. The vision is that any future school closures would benefit the staff’s professional development.
Step 4 – Communicate the vision, this is a global pandemic, it is featured heavily in all media every day. There are other countries who have severe cases and therefore it is a daily talking point. There have been discussions on what would happen if we were to be put into a lockdown situation and the benefits to the staff of remote learning. Step 5 – Remove obstacles, there are daily discussions on the pandemic and how educators may deal with being locked down at short notice. The most important potential obstacle was do the staff have access to devices, that they could use at home to keep in touch with school and were suitable to complete online learning courses. Step 6 – Create short term wins, the online training courses are short and easily achievable, once they have completed a task the staff will be rewarded with an emailed certificate and will have verbal praise from the unit leader. There are many suitable online courses on the intranet, therefore, there will not be a shortage of short-term wins. 
Step 7 – Build on the change, this is a long-term change, the introduction of online learning in a school would have pre Covid-19 seemed impossible. Now that it is in place, it can be used at any time, this may mean the end of school closures for such things as snow days or burst pipes. The staff on those occasions would be expected to work from home, whereas previously they would take a day off, so therefore it is important that the change is continued to be built upon. Step 8 – Anchor the changes, as stated in step 7, some changes will remain long after the pandemic is over. This change of remote learning and the end to emergency days off will become school policy. This will be explained to all staff, old and new. McGrath & Bates (2017) warn that the worst thing that a leader can do is to miss out any steps or rush the process. The organisation will always be keen to get things ‘back to normal’ ‘back on track’ as quickly as possible. Change must not be rushed as it can lead to failure.
In conclusion, it is important that the stakeholders are identified, and the leader must assess how much information they should receive by using a stakeholder analysis matrix. The leader is responsible to lead stakeholders through the change, there are change models that the leader can utilise, such as Lewin (1944) and Kotter (2012). It is essential that the change is taken in steps and that the leader communicates the processes effectively. The leadership style used would be transformational leadership, it is important that there are open and honest discussions between all appropriate individuals concerned.
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Evidence-Based SWOT Analysis from the current workplace.

	STRENGTHS.

Technology.
The use of technology to interact with pupils and allow online classes.

Skilled Staff.
The unit has three members of staff, the unit leader and two support staff. The unit leader has been in their position for 8 years and has a wide range of knowledge.

Resources.
During the first week, the unit leader must contact all parents. As it is a learning resource base there is more funding available than if it was a mainstream class. This means that if parents do not have the appropriate technology, the school can potentially loan an item such as a Chromebook or iPad.

Teaching and learning.
The pupils who attend the unit have emotional and social difficulties, many have diagnosed disabilities including ADHD and Autism Spectrum Disorder. In a classroom environment it can be quite difficult to section the pupils for learning, they can be triggered by other pupils and learning is reduced. Online learning can be delivered on a 1:1 basis, with manageable timed sessions.

Pupil progress.
An individual approach may benefit the child in several areas such as their literacy and numeracy skills.
	WEAKNESSES.

Technology.
If there are any issues, such as Wi-Fi being unavailable, individual device problems, pupils not having access to devices the lessons will not be able to happen.

Staffing.
Due to Covid-19 putting the country into lockdown and children learning from home, it is the unit leader’s responsibility to ensure that there is sufficient and accessible learning available to all pupils. There will be no support staff utilised during this period.

Resources.
The unit only has a certain number of appropriate technology available to lend. There is funding available to purchase items, however, the usual delivery options are not available.

Teaching and learning.
Due to the pupils needs, they will be very confused that their routines have been broken. This will cause distress and emotional and behavioural issues. The parents/caregivers will be overwhelmed and have no support during this time. Pupils can be violent and unmanageable especially through change. Unit pupils often have difficulty focusing on tasks and learning remotely will not be suitable for all pupils.

Pupil progress.
Social skills and interaction with others will be impacted as the pupils will not be able to mix with others during this time. A lot of the work in the unit is teaching social skills, with tasks designed to encourage speech, sharing, empathy and many life skills. This will not be possible and may hinder the pupil’s progress.


	OPPORTUNITIES.

Technology.
The use of online classes, particularly during a pandemic, can increase pupil numbers. There is no social distancing required online.

Staffing.
As support staff are not required to attend online classes with their current class, it is a good opportunity for them to upskill. There are always accessible online classes available through the intranet, these are free to support staff.

Resources.
Any resources purchased during this time will belong to the unit. These items usually would not be purchased until completely necessary, despite them being needed in the classroom. This will benefit the pupils when they return.

Teaching and learning.
Teaching online is an opportunity to focus on individual pupils and address their needs. Teaching on a 1:1 basis, small groups, and a full unit at different times, this will allow a personalised approach.

Pupil progress.
An individualised 1:1 lesson will be a benefit to the pupil, they can have specialised interventions, this will enable them to focus on specific areas and make improvements.
	THREATS.

Technology.
Disadvantaged pupils not having access to suitable devices or needing to share devices with siblings/parents. Payments required for internet access.

Staffing.
With the limit of support staff, the unit leader, alongside many other teaching staff, is responsible for teaching alone, from home. This can be very difficult for some staff members who are having to teach their own children and possibly share devices with family members. 

Resources.
The usual supplier for technology is closed, this would mean purchasing items from other suppliers and technology is in high demand. Once the items have been purchased and delivered to the pupil, the parent would be responsible for any set up. This can be a difficult task and they would only have access to I.T support over the phone.

Teaching and learning.
Pupils will be confused and may not focus while there is a session in progress. Unfortunately, many individual teaching sessions will reduce the amount of actual teaching time they receive. The parents will have to look after the children for the school day and assist them with learning at home. 

Pupil progress.
The pupil will go from six teaching hours a day to one-hour full class, one-hour group and half an hour individual lessons a day. This will be a total of two and a half hours a day. This level of education may not be enough, and it will also be a strain on the parent/caregiver, as they will need to help the pupil with their schoolwork.
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Evidence-based PESTLE Analysis

	Political.
	Covid-19. The government policy for the pandemic is to close all schools and ask people wherever possible to work from home. The unit is closed on the 20th of March 2020. Exams and testing are cancelled, and pupils must be taught online.

	Economical.
	Covid-19. Pupils are being home-schooled, this is affecting their parents/caregivers as some are unable to work, this is affecting their income. There are no childcare facilities available because of the pandemic, this is putting families into poverty. This is impacting on the resources that they have available to purchase for learning and in some cases the ability to eat. The government have put some financial measures in place; however, new claims are taking time.

	Social.
	Covid-19. The country is in isolation, households are not allowed to mix with other households. Children must not socialise or attend school. The government has instructed that every citizen that is not a key worker must stay at home. The country is concerned about their physical health and do not want to put themselves at risk, however, this does impact on mental health. Disabled pupils are confused and overwhelmed that their routines are broken, particularly pupils who have regular carers and activities.

	Technological.
	Covid-19. Online learning via Microsoft teams, google meet and zoom. Technology has been the key to learning, by using video calling to interact with pupils. Technology companies have been creative and innovative by changing and updating their products quickly, to allow people to work, learn and keep in touch with others. 

	Legal.
	Covid-19. It is a legal requirement to stay at home. There are travel restrictions in place that are monitored by law enforcement. This means that children cannot attend school. There are education laws that state children are entitled to a free education in the U.K. Children are entitled to 190 teaching days per school year, it is a legal requirement that the children receive an education. The education does not have to be face to face; it can be by other methods. The chosen method by many schools is online learning.

	Environmental.
	Covid-19. There are environmental impacts from pupils being home-schooled, there will be a larger usage of energy in every pupil’s home. There will be lighting, heating, computers running in every home. The pupils will require potentially two more meals at home during the school day, this will use more energy than pre covid-19.
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Stakeholder Analysis Matrix.
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