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Practical steps are required to be taken for organisations to ensure that they can sustain in the market and achieve long term success. There are several measures agreed by analysts to be embraced by organisation in order to develop their business including technology, viewing consumer demands and needs, introducing required improvements in the business through the adoption of an appropriate model (White & Bedner, 1993). This is an option held by many authors. In accordance with another view of Caetano for organisations to remain firm and competitive in the market it is essential for organisational change (CAETANO, 2006). There are various opportunities which companies will fail to grasp as well as their credibility in the market as a result of not making preparation in accordance with the rapid changes in the situation and conditions of the market (Bennett, 2000). There are many ways in which the importance of organisational is defined from the perspective of several authors. However, the established fact is that organisational change is essential for ensuring long term success and a sustainable business.  Over time, the market changes and so does the demands of consumers, meaning that organizations are required to incorporate changes that will allows the organization to continue surviving in the market and maintain their credibility (Mikkola and Stormi, 2020). 

The next question will arise in the minds of "who will take the initiative to bring these changes to organizations, to take practical steps" and "who will be the person in charge" by acknowledging the greatness of organizational change and recognizing that practical steps are required to make things happen. For change to be brought about, there must be guidance which is used by employees to establish the change. This therefore means that is the responsibility of the superiors of an organization to arrange for the individual with the leading to make sure that the required steps are taken to make sure that the changes take place (Taylor, 2015). The position of a manager or leader of an organisations is highly important when managing or proposing the idea of organisational change according to make researchers and scholars. It is argued by Kennedy that a critical role in addressing and establishing change is the role of the leader and as a result a leader is able to demonstrate an effective way of making change (Kennedy, 2000). Through good leadership clear guidance can be gained. Senior and Fleming (2006), has mentioned in the book called Organisational change that the role of the leader comprises of taking the appropriate initiative to deliver the organisational change (Senior & Fleming, 2006).

The effects of the coronavirus pandemic have resulted in businesses having to reconsider how their workers should handle customer service, where the business can function and whether the use of digital platforms should be implemented to enhance the business in this crisis. The global implications of the COVID-19 pandemic have shifted the behaviours and perception of workers, clients and individuals, changing the experience of almost everyone. The recession caused by the pandemic is changing the scale of what and how customer purchase items, with great changes in the consumer goods market. Many new adoptions and changes have had to take place as a result of the pandemic, in order to suite the challenges and restrictions that have been brought about by the pandemic as well as functioning in accordance with the UK government guidelines. Once the dangerous implications of this pandemic has subsided, it will be possible or business to visually assess the implications this has on the experience of consumers and would require to made additional changes to sustain in the market (Ulrich, Kerr & Ashkenas, 2002).

Companies can seriously gain many opportunities through the adoption of digital commerce as this suit’s new demands and habits of customers. Alongside this certain feature such as service lines whereby consumers can receive contactless and flexible deliveries. Such enhancements and methods will allow a much safer and more effective approach to be delivered, ensuring that businesses are able to continue running and providing the products and services. In order to capture new marketplace opportunities and digital consumer segments, this acceleration would push organizations to reimagine their digital strategies (Bennett, 2000).
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At the end of 2019, the Adidas Group was the second largest multinational in the manufacturing sector of sportswear in the world. In the period 2016-2019, following the successful implementation of a digital transformation launched in 2015, the business enjoyed years of sustained growth and high profitability, strengthening its brand attractiveness and rising sales volumes, especially in the online space. Various items are provided by Adidas including their highly renowned shoes, clothing and bags amongst the many other items that they make available. At the beginning of 2020 of the COVID-19 dramatically altered the market environment (Pisani & Lupoi, 2020). Adidas was badly affected by government-imposed lockdowns restrictions. The expectation was that new social distancing strategies would have a lasting effect on customer habits and, subsequently, on the activities of Adidas. Thus, the company's first earnings call of 2020 led by Rørsted centered on the disappointing results obtained in the previous few months and the high degree of uncertainty looking ahead, unthinkable just a few months earlier. Rørsted, mindful of the company's many challenges, had to determine which strategic strategies he should prioritize to keep the company future-proof and keep it on a stable growth trajectory in a post-COVID-19 environment (Pisani & Lupoi, 2020).

In accordance with the required abilities and skills of leaders, it is possible for the investigation into the organisational problems to be done successfully. Various leadership theories as was as choice of leadership styles are recommended by academics to deal with and handle various organizational circumstances. The chosen theory or type of leaders for a company is decided and applied based upon the demands and requirements of the company itself. Defining and discussing different characteristics of leadership authors often suggest that some of these features are more relevant, which should be tackled effectively by leadership to resolve the phenomena of organizational change, but the relationship between these leadership characteristics and efficient organizational change is not much explored.
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The German sportswear association has been targeted by senior officials, celebrities and columnists who have lambasted their reaction to the crisis. Appeals were made to boycott the goods of the party. A German parliamentary member filmed himself setting an Adidas shirt in a trash can on fire. Finance Minister Olaf Scholz said the group's behavior was irritating, although it was criticized as "shabby" by Katarina Barley, Vice-President of the European Parliament. 

The backlash was caused by the decision of the organization to miss rental payments on its own-brand retail stores, which are closed as part of the lockdown of the coronavirus. As even some opponents have acknowledged, the decision was perfectly legitimate. The sprawling economic relief package of Germany's Covid-19 contains a legislative amendment that essentially allows tenants to suspend rental payments between April and June. In this case it was therefore understandable as to the decisions made by the company. It will finally be appropriate to pay the deferred rent, but not before June 2022.


As legislative republicans in United Kingdom were quick to point out, the measure was intended to assist individuals and companies struggling for financial survival, not corporate royalties like Adidas, which last year made nearly EUR 2 billion in net profit (AdidasGroup, 2020). Individuals and companies other than Adidas, who do not make enough net income to survive the implications of the pandemic was expected to benefit from this measure, but one of the largest sportwear company of Adidas taking advantage of this certainly caused outrage. The group said on Wednesday that it will, after all, pay all its landlords in full. It also released an apology, admitting that "disappointing" was its previous decision. The damage, however, is done. The hit to the brand and credibility of Adidas seems likely to overshadow the temporary financial benefit from missing a few rent payments. This was a great negative reflection on the company itself, certainly contributing to the minds of consumers on their next possible purchase with Adidas. 
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Sports and fitness brands such as Adidas and Nike initially responded to COVID-19 by reducing hiring across geographies. These firms acted quickly to the situation, reducing hiring activity by 40% and 47%, respectively, in March. However, leading data and analytics company Global Data notes that Adidas saw opportunity in ecommerce and started hiring again from May (Data, 2020).
Ajay Thalluri, Business Fundamentals Analyst at Global Data, says: “While Adidas’s jobs grew 160% in May, Nike’s postings reduced by 10%. It was only in September that Nike’s job postings started to increase – albeit a small spike in June. Adidas is strengthening its direct-to-consumer capacities, having repositioned 700 jobs from various parts of the organization into e-commerce. 
Adidas is trying to run its business as much as possible through the effective method of e-commerce like many other companies. This activity indicates that it is racing to drive sales through app-based digital shopping (Data, 2020).”
The case of Adidas and the public uproar over its failed coronavirus response should be paid close attention to by business leaders trying to navigate the crisis. The most significant lesson is that private corporations must be good people now, more than ever, to be such. To tackle the pandemic, governments are mobilizing every resource at their disposal to ensure that normal life, including business life, will resume once it is defeated. Various packages are being made available to support as much people as possible as the pandemic has had a drastic implication on the employment sector in various industries. The pace of the answer means mistakes in drafting and loopholes are all but assured. Exploiting them may be perceived as a lawful business move in normal times. That is not the case at the age of Covid-19 (Pisani & Lupoi, 2020). 

The need not only for collective action but also for selfless action was made clear by the pandemic. The public recognizes that to succeed, businesses need to do what is necessary. But they also anticipate that they will use their own immense financial, technical and organizational resources to help combat the crisis. Lots of organizations are doing exactly that. Industrial firms around the world are concentrating their efforts on the development of life-saving equipment such as ventilators. The production of luxury goods company LVMH has changed from perfume to hand sanitizer. A new high-speed coronavirus test has been developed by Bosch, the German engineering company.

Whether or not businesses have received positive headlines, as well as recognition and appreciation from buyers and government officials, these movements turn out to be successful or not. As never before, the world watches the behavior of corporations. In febrile times, the incentives for good conduct are likely to be considerable, but so are the risks for businesses that fall foul of the public mood (Rogers, 1995). The second lesson is that for the most high-profile and profitable firms, scrutiny can be extremely unforgiving, right or wrong. As one of the most respected companies in Germany, Adidas is frequently quoted. A combination of attributes that are few is profitable, creative, trendy and cool. As it happens, in announcing it would postpone rental payments, Adidas was far from alone. Retailers like H&M, Ceconomy and Deichmann all said that the reform in tenancy laws would be made use of. Yet it was Adidas, the most popular company and the most financially successful, which faced the harshest criticism. As the crisis progresses, there will be more administrative mishaps and more allegations of corporate villainy. The coronavirus pandemic presents even the most experienced business leader with a critical examination. Supply chains, including consumers and manufacturers, are broken apart, demand has plummeted, factories are closed, and workers are frightened. It's easy to recognize and fiendishly challenging to face the challenge facing business leaders today: to ensure not only that their business survives the crisis, but that it survives with its integrity intact. 
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Since the advent of globalisation, the concept of adopting and establishing change has been on the agenda for organisations. Through it is not very easy for everyone to accept change very easily as it is something that often results in people having to step out of their norm and their comfort norms. As a result, change often results in people having to adjust their lifestyles and thus making them feel uncomfortable. It also results in an individual having to make great changes in their own lifestyles in order to suite the changes that they are making and successfully incorporate in their lives.  After all the rapid changes, the worker would be late to go to work because he may be woken up late by force of habit. If the same happens to the company, where workers typically do their job by following the order from A to Z and the sequence of work is unexpectedly changed to Z to A. In this case, all the workers can find it very hard for them to get used to change within a very short period. For this reason,' change management in an organization can be defined as an approach of coping and adapting with change, with individuals and the overall organization, the organization and the person (Morgan, 1986). The adoption of an appropriate and suitable change management in an organization allows the employees of the company to be able to settle with the changes made appropriately without any issues. An easier approach can be adopted as a result, ensuring that the intended change brings about a positive impact. 

It is more problematic today to establish and then sustain organizational performance than it was ten years ago. The world, resulting from greater interdependence between global economies, has become increasingly complex. Much more demands and expectations require to be adhered to in order to sustain in the industry. At the same time, arising from the knowledge revolution and worldwide connectivity, the world has become increasingly complex. This complexity and dynamism ensure that companies will be able to sustain and expand in the business for a long period of time. However, immense and consistent change must be maintained inside the business to reach the desired performance. When measuring performance, it is done by looking at how the business performs on basis of its intangible and tangible properties (Soy, 1997).The longer a company has been offering its services and products and larger the size, the more difficult it becomes to establish and conform to changes. This is because the longer a company has been functioning and the size of the business the assumptions and values have had time to harden and be accepted. Otherwise, it can be said that the business has become rigidified. Successful companies who have performed well in the past, can often have managers who can fall into the pit of overestimating the success of their organisational performance in the future which can result in great damages. However, this is a normal situation for many to presume that since the company has been able to succeed in the past, they would not experience any limitations in succeeding in the future and almost assures themselves that this will be the case. The relationship between the past and the future depends on how a company maintain their position in the market and their willingness to make changes according to the demands of consumers and the market. Change which is designed suggests that the future is predictable, and this is essential to achieve the desired state. Companies who can achieve this understanding have adopted an excellent strategy. A research by Golden (1992), clarifies this understanding by questioning the current position of a business on basis of the business policy, if the retrospective accounts are valid and accurate. In this analysis, the chief executive demonstrated what their current strategies are, as well as reporting what their strategies were two years ago. 
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Kotter’s model, as well as his insights on leadership change, emphasizes the importance of leaders focusing on the public rather than treating employees like machines. In this sense, one of the most important tasks in implementing change effectively is to change the behaviour of employees.

The importance of communication during the transformation process is also highlighted by the quota model. Kotter’s 8 step change model comprises of: increase urgency, build a guiding coalition, to get the right vision, communication and empower action to remove barriers. The other key steps are there to create short term wins, sustain acceleration and make change permanent. The first three stages focus on establishing a climate of change. Steps four to seven are about engaging and enabling, while the final step is about implementing and sustaining the change (Sarayreh, Khudair & Barakat, 2013).

Adidas by using Kotter’s 8 step change model can introduce changes in its human resources policies and practices.
Step 1: Increase Urgency

At Adidas, a successful change effort will be possible if the company is able to do the change quickly enough. The organization must work with a “your toe” attitude that looks for ways to solve problems, encourages everyone in the organization and encourages a “let us go” attitude. Successful conversion initiatives usually begin with a market assessment of the changes that can lead to a competitive reality of the organization. In this regard, the CEO of Adidas will inform employees of major changes in the organization's human resource practices and will encourage open dialogue within the organization. He or she should show evidence proving the need to change employees outside the company. By doing so the employees will understand the urgency regarding the change that the management needs to take place for the betterment of the company. 

Step 2: Build Guiding Team

Much progress must be made towards building the right team to manage the process of transformation of the organization on an urgent basis and to build the essential teamwork among the staff. By creating the idea of ​​immediacy, many Adidas employees will be willing to take personal risk on money and even help. However, more effort is needed to get the right people in the right place with sensitive commitment, teamwork and faith to get the job done. The effort strategy is to show encouragement and commitment to recruit the best candidates for the team. In addition, Adidas can create team meeting formats to reduce frustration and increase trust. The team should compose of employees who are able to ensure that whatever resources and work needed to make sure that the change happens within the required period time. The team plays a great contribution to the possibility of the change having a positive effective on the company. 

Step 3: Get the Right Vision and Strategy

Many times, guide teams fail to provide clear directions or take reasonable visions. Partitions can be catastrophic for Adidas, as well as painful for employees. The Adidas Guide team should answer questions that can help create clear guidelines for successful change efforts. Identifying unacceptable risk change strategies is also criticized. By doing this an organization can put itself on the right track for a brighter future. The Adidas-led team should try to visualize the future and have a clear vision that can be clearly articulated within a minute. To make philosophies a reality, philosophies must continue, and strategies must be bold.

Step 4: Communicate Vision for Buy In

If the guide team fails to promote the vision and strategies, the change initiatives at Adidas will fail. In order to understand and buy, the aspect of change needs to be widely publicized throughout the organization. According to Cotter (2012), an effective philosophy must be desirable, focused, and communicative. The vision must be conceivable, feasible, and adaptable. Creating effective vision is a difficult and time-consuming process, but the result provides a clear path for the future.

Step 5: Empower Broad Based Action

Successful change can come when people at Adidas not only begin to understand, but also work toward change. Employees and management must be prepared to move roads in their path. According to Cotter, the boss may be the single most important obstacle. Subordinates may believe in this philosophy and want to help but the boss prevents them from doing so. Another source of disability is system disruption. Workers who want to achieve the vision of change can be hindered by bureaucracy, which includes hierarchy, methodology and rules.

Step 6: Generate Short Term Wins

Empowered individuals create short-term victories in successful change initiatives while maintaining faith in the initiative. Adidas needs a short-term win to keep critics at bay and speed up. Attempts to change the organization without clear, timely, and meaningful short-term gains can be severely hampered. Leaders by creating conditions that not just support early success but can make visible improvements to maintain urgency. Criticism of the company achieving an enough short-term victories that is visible to a large number of people. To break down emotional barriers, wins must be clear and meaningful.




Step 7: Consolidate Gain and Produce More Change

The change initiative will gain direction and momentum by achieving short-term victories. By maintaining a sense of urgency and reducing the sense of false pride, the organization will help realize the vision of change. Adidas will soon eliminate ineffective and human resource policies rather than declare victory. The organization can achieve its initial success in tackling major challenges and modifying policies and systems consistent with the vision of change. Furthermore, a concerted effort should be made to eliminate Adidas' human resource policies that are reducing it.

Step 8: Anchor New Approaches into the Culture

Tradition is a powerful force that can suppress the progress ahead. Adidas can maintain new human resource practices by establishing a new, supportive and strong organizational culture. Adidas must not stop at seven steps to embed in the culture of new human resources; Work is not done until the new policy is rooted. Telling a clear story about the new Adidas, what it does, and the reasons for its success repeatedly can help ensure the change sticks.
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The concept of "change management" is a familiar one in most businesses today. But how businesses manage change (and how successful they are at it) varies enormously depending on the nature of the business, the change and the people involved. And a key part of this depends on how well people within it understand the change process (Lewin's Change Management Model: Understanding the Three Stages of Change, 2021).
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Unfreeze:

Individual resistance and group-wise unfreezing must be overcome. There are three ways to do this. Increasing the driving force to keep direct behavior out of the situation is the first step. Second, it reduces the forces of restraint that suppress change. Finally, discover a method that combines the first two. These steps may include activities such as encouraging Adidas employees to prepare for change, encouraging and reassuring them about the need for change, and engaging employees in the change process by helping them identify problems and come up with intelligent solutions (Potts et al, 2015).

Movement:

Adidas can persuade employees that the current situation is not unfavorable to them and encourage them to consider it from a different perspective. Employees need to achieve the understanding of the purpose of the occurring change and the importance this has for the company. Most employees resist the change because they do not understand the reasoning behind the occurring change and the justification for it. 





Re-freeze:

The third step refreeze must occur after the application has been made to maintain the change; otherwise, Adidas employees may go back to their old habits. Both driving and coupling strength are stable in this move. This can be accomplished by setting up staff follow-up procedures. This makes it easier for new employees to integrate within the organization.
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Participant – oriented change is based upon the underlying premises as the increased involvement people have in the structure and path of the change, the more engaged they would be in involving themselves actively in the decision-making process. As a result, such individual would be far more concerned and committed to the change procedure. Leaders who can establish situations through transferring the responsibility of the administrators to the workers, employees would not have an authoritative figure to whom they can revolt against. However, staff who form collations which each other, can work together for the purpose of going against the reform, rather than toward them. When promoted by individuals who share the cultural heritage of the individual or goal, projects for social change have an equal or more beneficial effect than when instigated by leaders or administrators too far away from the heritage. If one asks nicely and honestly, most individuals can lend a helping hand. In general, people love to donate to a worthy cause. If there are major challenges to tackle that require a comprehensive joint initiative on the part of everyone, generating a team spirit would go further to resolve difficulties and solve problems. (Mills, 2003).  A kind of strategy which need to be called when time is short during a crisis’s situation. For change to be promoted and dealt with, staff and co-workers can support each other and encourage people to be successful in adjusting to change. As a result, the possibility of meaningful change is heightened. The modifications of the organisations will allow the fullest possible use of colleague affiliation dynamics to be adopted and possible limitations or barriers can be prevented. But it is difficult for colleague-oriented reform if all partners are similarly uninformed. Leaders should not easily leave their followers to their deficient resources to shift responsibility for shifting participants (Mclean & Marshall, 1993). As many opponents of "transformational change" have noted, while there may be a high degree of individual interest in circumstances of progress, the real learning obtained may also be marginal. A variety of other challenges are often posed by participant-oriented reform. First, for this to be completely supported, the rationales and priorities of change must be specific; but this is not always easy to do. Second, the targets should be achievable; in most terms, although there might not be a 100 percent probability of achievement, the chance to attain success should occur. It is therefore necessary to note that all people have a degree of neurotic tendencies. We continue to be surprised by unreasonable and contradictory behavior only because we make the presumption that individuals are rational and impartial. Perhaps one of the greatest concerns of individuals is that they are kept accountable for any outcome, particularly an outcome that will affect other individuals. This insecurity is like the egocentricity of adolescence, arising from Freud's seminal work. That is, children feel at an early level that they are the core of the world that all life revolves around them and that it is their fault if anything goes wrong. Well outside their influence, events and consequences are originating from their innocent acts or idle thinking. 
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The interaction between an organization's culture and success is defined by the roles of the organizational cultures are it enforces the solidarity of the group of wage-earners by exchanging common values. This is because a strong organizational culture facilitates communication and coordination of the work group's actions by adhering to the company's values, enforces morale, reduces adversity and develops decentralization by promoting power delegations on a large scale. It strengthens the organization's external adaptation, which helps it to function in diverse circumstances more efficiently. This role is conditioned by the encouragement of certain ideals, such as: risk expectation, high-sector spirit of creativity, team spirit for the accomplishment of certain complicated works, spirit of initiative in crisis situations, etc. Growing the commitment of the workers by fostering the organization's feelings of commitment and allegiance. This is achieved by: the clear identification of the principles of the company and the increase of their degree of involvement; the centralization of the activities of the wage earners, removing those who deviate from the path developed by the corporate culture; the inspiration of the values of the company, such that workers can associate themselves step by step. 

The corporate culture's inclination towards enhancing the efficiency obtained by achieving its sense of "content" in close relation with the motivational fulfillment of wage earners. If the wage earners are regarded with dignity, they can have initiative and innovation in the executed task, such an organizational culture would be effective. Special outcomes can be achieved in societies where we promote the sharing of one's own views, respect for the thoughts of others and recognition of other ways of fixing the problem. The administrators of these organizations work for the workers, "among the people," and employees' involvement in decision-making is a form of operating that is considered natural. Their ideas are useful to them several times because, being personally interested, they can see better what fails in their work. That is why, in the high-performance spirit, the essential features of leading the corporate culture are the orientation towards action, in the sense of "do, set up and experiment" by the management of the good organization, that is to say, they orient the principles towards action; the promotion of the creative environment, which requires fostering innovation, effort, attempts and even the awareness of future failures. In order to stimulate this environment, managers must lead the approach of the organization, but not determine the way each activity is accomplished. 

The management culture, which is expressed in the management models and styles exercised within the organization and reflects the system of principles, convictions, aspirations and attitudes of managers, is an important component of the corporate culture. It is deeply marked by the personality of the manager, who leaves his imprint on its features and modes of manifestation. The management culture sensibly characterizes the content of the corporate culture and the outcomes produced. The presence of an organizational culture is important, particularly in the early phase, where individuals need to thoroughly appreciate the usefulness and necessity of the changes that have arisen in order to function in the new direction with all conviction. For that cause, right from the time of the recruiting, the workers must be familiar with the core facets of the society of the company where it will conduct its service. Through this, we seek the achievement of a radically new compatibility of the employees' individual culture with the corporate culture, which would impact both the happiness of the workers and the outcomes achieved and long-term productivity. The change in organizational culture entails new responsibilities, new routines, and changes in the way things are done. A healthy culture protects the organization from changes in the environment and provides its ideals with the continuity required for long-term sustainability. These organizations will respond easily to the changes that have arisen, seeing in their principles the courage to fight. Practical practice has demonstrated that there is no recipe for a corporate culture's assured performance because it is developed, transformed, modified and permanently modelled by the workers of the corporation in question. More and more companies are mindful of the power of a corporate culture, which is an important strategic mechanism for orienting and mobilizing individuals against shared objectives. Therefore, it is a significant factor that must be taken into consideration as changes arise in the lives of companies, a lever that favors or places a cap on the implementation of the new
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