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[bookmark: _Toc140849809]Introduction	

This report's primary goal is to examine More Yoga's change management procedure. More Yoga is a UK based yoga studio company dedicated to providing the best services to yoga practitioners. Insights and suggestions on how to execute improvements across many organisational components, including the front of the house team, yoga instructors, stakeholders and customers, are the main context of this study. This paper aims to improve workplace culture, increase retention, and get the organisation ready for new challenges by 

A PESTEL analysis will be used as one of the main business analytical techniques in this research to examine the external influences and present issues that have stimulate change within the organisation. In addition, the applicability of additional change management theories and models, such as Kotter's 8-Step Change Model, the ADKAR Model, and Lewin's Change Management Model, will be evaluated in order to drive strategic changes in More Yoga.

In order to understand the process of change management, the models and theories we applied and the positive outcome of these strategies we’ll be divided in three sections: 
	Section 1: A critical assessment of the implemented change management process and the selection of the best possible strategic change option.

	Section 2: A review of the models for change management.

	Section 3: Change strategy proposal and implementation.




The aim is to create a stronger corporate culture, improve employee and customer retention, and increase organisational resilience by putting the suggested improvements into practise. The organisation will receive guidance on picking a suitable change management model, offering a thorough change management plan, and determining where the change management process needs to be improved. There will also be suggestions for dealing with problems and potential challenges. As More Yoga crosses the post-pandemic period, the main objective is to develop the company into a stronger, more adaptable, and forward-thinking organisation while considering things like market competition and the lack of a physical reception in their facilities.

[bookmark: _Toc140849810]Overview 
A well-known network of yoga studios in the UK, More Yoga has several sites but is mostly centred on London. The company has established a reputation for providing top-notch yoga instruction and encouraging wellness among its audience. However, More Yoga has had considerable difficulties and troubles in the present commercial environment, much like many other fitness-related enterprises (McAllister, 2020).

The COVID-19 pandemic's effects are one of the main obstacles for More Yoga. Yoga studios were temporarily forced to close because to the pandemic, which also put limitations on social gatherings and physical activity. This significantly reduced More Yoga's revenue and interfered with their usual business operations. The business needed to immediately adjust to the new situation and discover new ways to interact with its clients (Munjal, 2021).

Additionally, the epidemic forced More Yoga to move to online fitness platforms, with many people choosing to exercise virtually from the comfort of their homes. Like many other conventional brick-and-mortar studios, More Yoga must make a swift change to provide online sessions and establish a digital presence. The requirement for technical infrastructure, attracting and keeping online clients, and preserving the same degree of community and one-on-one connection that in-person sessions provide were some of the difficulties this move faced (Fernandes, 2022).

Employee engagement and retention may be another area where More Yoga has difficulties. The uncertainty brought on by the epidemic may have resulted in job instability and increased stress for employees. To guarantee a good work environment and avoid high turnover rates, the firm must place a high priority on the support and well-being of its employees. Priority should be given to creating efficient communication channels, offering chances for professional growth, and maintaining a positive workplace culture (Packard, 2021).

With new competitors and the emergence of alternative fitness fads, competition within the yoga and fitness sector has also increased over time. More Yoga must always innovate and set itself apart from the competition to stay competitive. This entails examining new course options, expanding their target market, and utilizing technology to improve customer experience (Kumar, 2022).

My engagement with More Yoga as a project manager is a result of my work developing and managing several projects for the company. To find opportunities for improvement, streamline procedures, and promote organisational change, I have been collaborating closely with the executive team and other stakeholders. This practical experience has given me invaluable insights into the business's operations, difficulties, and prospective development areas (Chan et al., 2019).

Thanks to my work as a project manager, I've been able to do a deeper review of the internal dynamics of More Yoga including the organisational structure, team dynamics, and operational procedures. I've worked together with several departments, including front-of-the-house team, yoga instructors, and customers, to gather data, pinpoint problems, and offer solutions.

I now have a comprehensive understanding of the organisation and the strategic objectives thanks to my participation in project management activities. I have collaborated extensively with senior leadership to match project goals aligning with mission and vision of the business. I now have a clear picture of the company's strategic direction and the requirement for efficient change management to support its expansion and sustainability as a result of our partnership (Chan et al., 2019).

In addition, I've had to keep up with developing technology, industry trends, and best practices in my capacity as a project manager. To make sure that my project management approaches are in accordance with industry norms, I have done research, gone to industry conferences, and engaged in continuous learning. With the use of my knowledge and experience, I can analyse, assess, and provide workable solutions for upcoming modifications to the More Yoga change management process.

Taking part in project management activities has given me a comprehensive view on the possibilities and difficulties facing the company. I have managed project timetables and budgets while working with cross-functional teams and stakeholders at various levels. My capacity to evaluate difficult circumstances, deal with uncertainty, and create successful change management strategies has improved as a result of this experience.

[bookmark: _Toc140849811]Recent History and Value Chain Analysis:

With several sites, particularly in London, More Yoga has made a name for itself as a well-known yoga studio business in the UK. The value chain of the company consists of fundamental tasks like inbound logistics (supply of yoga supplies and equipment), operations (conducting yoga classes), outbound logistics (customer service and booking management), marketing and sales (promotion of classes and memberships), and service (customer support and community building). The administration of human resources, technical infrastructure, and business infrastructure are examples of support activities (Minner, 2018).


SWOT Analysis – More Yoga 
	Strengths: 
1. Good reputation and recognition in yoga community.
2.Yoga lessons are offered in a variety of formals to suit all different levels 
3.High quality practice is delivered by well-educated yoga instructors
4. A well-established consumers and a devoted audience
5.Access to all different locations to all members 


	Weaknesses:
1. Prior the pandemic, there was a strong dependence on in-person instruction and little online presence
2.Restricted geographic range as most cities are situated in London
3. Potential difficulties in expanding operations while preserving consistency and quality
4.Vulnerability to changes by cost of living and the impact to potential customers
5. May the organisation have limited access or knowledge to technology to support the virtual classes 

	Opportunities:
1. Expanding consumer desire for hybrid and online yoga and meditation experiences. More yoga may offer virtual workshops and retreats to expand the business outside London and UK 
2. Building studios in other UK locations and entering new markets.
3. Collaborating with local communities and businesses to offer yoga to their employees may increase audience and expand the business
4. After pandemic stress and anxiety increased rapidly and may is an opportunity for More Yoga to develop specific programmes to address these issues 



	Threats:
1.Both conventional yoga studios and internet platforms are in fierce rivalry with one another.
2.The economic impact of Covid-19 may reduce consumers spending 
3.Potential for regulatory reforms to influence the fitness sector.
4.Disruption brought on by unanticipated occurrences like pandemics or natural calamities (Udupa et al., 2021).
5. The cost of living may have significant impact to financial stability of the organisation.







.
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Political: Little impact, however government wellness and health measures may have an impact on the sector.
Economic: The demand for yoga lessons and memberships may be impacted by changes in the economy (cost of living), and consumer spending habits. 
Social: Growing interest in mindfulness practises, an emphasis on health and wellbeing, and a shift in consumer preferences towards flexibility and convenience.
Technological: improvements in wearable fitness technology, online yoga sessions, and digital platforms.
Environmental: The yoga business must adopt eco-friendly practises considering the rising awareness of environmental sustainability.
Legal: Adherence to employment laws, data protection legislation, and health and safety requirements.

[bookmark: _Toc140849813]Five Forces Analysis:

Moderate threat since the yoga studio market has low entry barriers, yet existing brand reputation gives a competitive edge (McAllister, 2020).
Customers have a lot of alternatives when it comes to yoga studios and fitness websites, giving them a strong negotiating position.
Due to the numerous providers of yoga supplies and equipment, suppliers have a moderate amount of negotiating strength.
Online yoga sessions, fitness applications, and other fitness trends pose a serious threat as replacements.
Rivalry takes the form of fierce rivalry from other yoga studios, gym franchises, and internet platforms.

Impact of COVID-19:
More Yoga and the whole well-being sector were significantly impacted by the COVID-19 pandemic. Yoga studios had to close as a result of lockdowns and limitations imposed by the government, which reduced business and required them to adjust to the new environment. As soon as possible, More Yoga had to move its business online and start selling virtual sessions in order to keep consumers and make money. The need for well-being and the use of digital platforms were both forced by the epidemic (Haynes et al., 2021).
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To cope with changes, MORE YOGA has employed a range of leadership style, such as:
Transformational Leadership that fosters change via inspiration and motivation is known as transformational leadership. MORE YOGA has employed transformational leadership to inspire staff to accept new ideas and help people realise the advantages of change (Lutz Allen et al., 2023).
Participative leadership: This management approach incorporates staff members in decision-making. MORE YOGA has employed participatory leadership to get feedback from its staff on necessary adjustments (Noure Elahi, 2022).
Leadership via coaching: This management approach entails assisting staff members through times of transition. Coaching leadership has been utilised by MORE YOGA to assist staff members in acquiring the abilities necessary to thrive in a dynamic setting (LoPresti & Mwelwa, 2018).

The creation and execution of changes have a big effect on organisational culture. The following effects on organisational culture may have taken place in the instance of More Yoga:
Agility and Adaptability: A culture of agility and adaptability would have been promoted within More Yoga if change management and new tactics had been given more attention. Employees would have acquired a mindset that welcomes change, is receptive to fresh perspectives, and is constantly looking for ways to do better (Busulwa, 2022).
Collaboration and teamwork: As staff had to cooperate in order to adapt to new systems, technologies, and operational procedures, collaboration and teamwork were probably stressed during the transition process. This would have encouraged the workers to work together, cooperate, and support one another (Slepin, 2018).
Customer Focus: Additional Yoga would have had an impact on the organisational culture to become more customer-centric if it had been more focused on adapting to the changing requirements of consumers by providing online classes and virtual experiences. Employees would have grown more focused o providing great customer service in order to draw in and keep consumers (Kramer, 2016).
Continuous Learning: The initiatives for change would have emphasised the value of ongoing education and growth. More yoga would have pushed staff to learn new skills, adjust to emerging technology, and keep abreast of market developments. This would have fostered a culture of lifelong learning and development of the individual.
Communication and Transparency: Clear and frequent communication is essential for successful change management. A culture of open communication would have been promoted by more yoga, ensuring that staff members were well-informed about the changes, their effects, and the organization's goals and advancement.

[bookmark: _Toc140849815]Better area in the process of change management

Yes, in several areas of the change management process, MORE YOGA could have done a better job. These consist of:
Employee communication: MORE YOGA should have done a better job of informing staff members about the benefits and justifications for change. Additionally, the business should have done a better job of paying attention to employee comments (Bishop & Kaupins, 2018).
Employee training and support: additional MORE YOGA might have given staff additional training and assistance to assist them in adjusting to the changes. Additionally, the business should have provided a more welcoming environment for staff members to voice queries and grievances (Wei Tian et al., 2019).
Monitoring the effects of change: MORE Yoga should have kept a closer eye on the effects of change to make sure they were having the desired impact. The business also had the option of making the necessary modifications to the revisions.
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More Yoga will need to be flexible and adaptable in the future because of the present instability, uncertainty, and complexity in the national and international business environment. This suggests that the organisational culture, the leadership practices and the operational design may need to change and adapt to new changes such as belows:
Leadership style: In the future, MORE YOGA may need to embrace a more transformative leadership style. This will entail encouraging and motivating workers to effect change. A more participatory leadership approach that entails incorporating staff in the decision-making process may also be necessary for the organisation (Gultom & Situmorang, 2018).
The organisation structure. In the future, MORE YOGA may need to adopt an organisational structure that is more adaptable. The business will be able to adjust more swiftly as a result. A more collaborative organisational structure can also be needed by the business to improve staff collaboration (Ederington & Sandford, 2021).
Culture of the organization: In the future, MORE YOGA could need to embrace a more progressive and open organisational culture. This will make it easier for the business to adapt to change. In order to encourage people to take chances, the organization may also need to develop a more encouraging organisational culture (Lee, 2020).

[bookmark: _Toc140849817]Three change management models:

[bookmark: _Toc140849818]1. Kotter's Eight-Step Change Model

The eight-step change model developed by Kotter is a well-liked paradigm for managing change. Professor at Harvard Business School John Kotter created the concept. These are the eight steps:

1. Create an urgency for change: The first stage is to establish an urgency for change. This may be accomplished by emphasising the issues the organisation is now experiencing and the advantages of change (SQ et al., 2019).
2. Create a guiding coalition: The next phase is to assemble a group of individuals who are dedicated to change into a guiding coalition. This alliance needs to include representatives from various organisational levels and roles (Kotter & von Ameln, 2019).

3. Create a vision and a plan of action: Creating a vision and a plan of action for change is the third phase. The approach should be reasonable and doable, and the vision should be compelling and clear.
4. Communicate the vision: The organisation's vision and strategy must be communicated as the fourth phase. This communication must be frequent, brief, and unambiguous.
5. Empower others to act: The fifth stage is to give people the authority to carry out the vision and plan. By helping, training and using resources, this may be accomplished (Kotter & von Ameln, 2019).
6. Creating short-term wins: Creating short-term victories is the sixth stage. This will keep people motivated and help create a wave of change.
7. Consolidate progress and generate further change: The seventh phase is combining progress and generating more change. This may be accomplished by building off recent successes and by keeping the goal and plan front-of-mind (SQ et al., 2019).
8. Anchor the cultural changes: This is the eighth phase in the change management process. Making the adjustments a part of the organisation's norms and values will accomplish this (Kotter & von Ameln, 2019).

The eight-step change model developed by Kotter is a recognised and popular paradigm for managing change. It has, however, also come under fire for being overly linear and failing to take the complexity of change into consideration.

[bookmark: _Toc140849819]2. Lewin's Three-Step Model

Another well-liked approach for managing change is Lewin's three-step model. Kurt Lewin, a psychologist and social scientist, created the model. There are three steps:
Unfreezing: The initial phase entails unfreezing the present situation. This can be accomplished by fostering discontent with the situation as it is or by providing fresh knowledge (Patnoe, 2021).
Changing: Changing the present condition is the next stage. This can be accomplished by putting new practices, policies, or structures in place.
Refreezing: The new state is refrozen in the third stage. The new behaviours, practices, or structures can be strengthened to achieve this.

A straightforward and understandable paradigm for managing change is Lewin's three-step approach. It has, however, also come under fire for being overly simple and failing to take the complexity of change into consideration (Cross, 2023).

[bookmark: _Toc140849820]3. ADKAR Model

A more contemporary paradigm for change management is the ADKAR model. Change management consulting company Prosci created the concept (ANGTYAN, 2019). There are five steps in the ADKAR model:
Awareness: The first stage in every change process is raising awareness of the need for it. Information about the modification and its effects can be provided to achieve this.
Desire: The next phase is to foster a desire for change. This may be accomplished by emphasising the advantages of change and addressing any possible objections that individuals may have (ANGTYAN, 2019).
Knowledge: The third phase entails disseminating information on the change. By offering instruction and responding to inquiries, this may be accomplished.
Ability: Develop your capacity to implement the change as the fourth phase. This may be accomplished by offering resources and training (Mengsha, 2023).
Reinforcement: Reinforcing the change is the fifth phase. This may be accomplished by offering encouraging criticism and by acknowledging achievements.

Compared to Kotter's eight-step change model and Lewin's three-step model, the ADKAR model provides a more thorough and adaptable framework for managing change. It is more intricate, though, and it could be more challenging to put into practice.

The growth of online yoga programmes in the case of MORE YOGA is a significant transformation that will call for participation from all organisational levels. By using the ADKAR model, it is possible to make sure that the change is implemented successfully and that its advantages are realized.
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	Change Management Plan


	Organization: MORE YOGA


	Change: Expansion of online yoga offerings


	Timeline: 6 months




STEPS:
First, we need to Increase awareness by informing staff members of the changes' justifications and advantages. It is crucial to get the opinions on the change we are implementing and therefore we use surveys and groups focus.
Desire: In that stage we emphasise the advantages of the transition and allay any worries that staff members might have (Jaaron et al., 2021). Encourage staff to support the change by offering incentives and awards.
Knowledge: We offer instruction and respond to inquiries on the change. We are fostering a knowledge culture where employees may access details about the modification.
Ability: We give to our employees the tools and training they need to accomplish the change. We create a support system so all staff members may seek guidance and assistance.
Reinforcement: Giving praise and acknowledging accomplishments will reinforce behaviour.
Establish a culture of constant improvement where staff members are encouraged to express their thoughts and proposals for enhancements.

Resources. Resources for putting the change into practice:
Network support communication strategy. Inform the employees about the changes often. Utilise several communication methods, including email, the intranet, and in-person meetings. Respond to inquiries and issues as they come up.
Evaluation Strategy. Regularly assess how the change is coming along and obtain the opinions of the staff on the modification.
Make necessary changes. The actions MORE YOGA will take to accomplish the growth of its online yoga programmes are outlined in this change management strategy. The strategy is founded on the ADKAR model, a thorough and adaptable framework for managing change. A timeframe, resources, communication plan, and assessment plan are all included in the plan (Jaaron et al., 2021). All organisational levels must get behind this shift if it is to be implemented successfully. By adhering to this strategy, MORE YOGA may make sure that the change is carried out successfully and that its advantages are realised.

[bookmark: _Toc140849824]Implementing the change plan step-by-step

Step 1: Establish an air of urgency. Creating a feeling of urgency for change is the first step. This may be accomplished by emphasising the issues the organisation is now experiencing and the advantages of change.
Step 2: Establish a governing alliance. Creating a steering coalition of dedicated change-makers is the second phase. This alliance needs to include representatives from various organisational levels and roles.
Step 3: Create a vision and a plan of action. The third phase is to create a change vision and change plan. The approach should be reasonable and doable, and the vision should be compelling and clear.
Step 4: Express the vision to others. The dissemination of the organisation's vision and strategy is the fourth phase. This communication must be frequent, brief, and unambiguous.
Step 5: Motivate others to act. Giving people the authority to carry out the vision and plan is the fifth phase. By helping, resources, and training, this may be accomplished.
Step 6: Produce quick victories. The sixth phase is to create quick victories. This will keep people motivated and help create a wave of change.
Step 7: Build on successes and bring about additional change.
Consolidate accomplishments and create additional change as the seventh phase. This may be accomplished by building off recent successes and by keeping the goal and plan front-of-mind.
Step 8: Integrate the culture changes. Anchoring the cultural changes is the eighth phase. Making the adjustments a part of the organization's norms and values will accomplish this.

[bookmark: _Toc140849825]Impact of change:

The culture of MORE YOGA is expected to benefit overall through the implementation of the transformation plan. The organisation will need to be more customer-focused and to make quick decisions to expand its online yoga services. The business will also start to be more adaptable and eager to try new things (Rakwal, 2018).
However, putting the change into practice can provide some difficulties. For instance, the business might have to put in a lot of effort to win over employees who are reluctant to change. To assisting staff in adjusting to the changes, the organization might also need to offer training and assistance.
The adoption of the transformation plan will have a generally beneficial effect on the culture of MORE YOGA. The business will become more adaptable, customer-focused, and change-tolerant. As a result, the firm will be able to thrive in the present economic climate.
Here are some more pointers for successfully implementing change:
· Be specific with your change objectives. What do you intend to accomplish by putting the change into practice?
· Make sure to express the change loudly and often. Ensure that everyone in the organisation is aware of the benefits and the justifications for the change.
· Engage workers in the transformation process. Ask for input from the workforce and include their suggestions into the reform process.
· Give instruction and assistance. To assist them in adjusting to change, employees might need training.
· Celebrate achievements. Along the road, it's crucial to recognize your accomplishments. Employee motivation will be maintained, and change momentum will be increased as a result.
· You may boost the likelihood that any change project will succeed by paying attention to these pointers.

[bookmark: _Toc140849826]Conclusion

I have talked about the need for change at MORE YOGA and the suggested change approach in this report. In addition, I've listed a few potential obstacles to the change's implementation and offered some ideas for how to overcome them.

In order to compete in the present economic climate, MORE YOGA must make the adjustment of expanding its online yoga programmes. The organisation will need to become more customer-focused and agile in its decision-making as a result of the transformation. The business will also start to be more adaptable and eager to try new things.

The implementation of the modification may provide a variety of difficulties. For instance, the business might have to put in a lot of effort to win over employees who are reluctant to change. To assist staff in adjusting to the changes, the organisation might also need to offer training and assistance.

The advantages of the move, however, exceed the difficulties. More yoga will be able to reach more people and compete with the increasing number of online yoga studios thanks to the increase of online yoga services. The adjustment will also enable the business to become more adaptable, customer-focused, and open to change.


[bookmark: _Toc140849827]Recommendations

Suggestions for ADDING MORE YOGA:

· Short-term: Make sure all staff members are informed of the change clearly and often.
· Ask for input from the workforce and include their suggestions into the reform process.
· To assist staff in adjusting to the changes, offer training and assistance.
· Mid-term: Keep an eye on the change's development and make any necessary modifications.
· Honour your accomplishments along the road.
· Keep informing the staff of the change.
· Long-term: Establish MORE YOGA as a cultural anchor for transformation.
· Keep your decision-making fluid and customer focused.
· Be adaptable and open to new concepts.

If MORE YOGA doesn't make the adjustment, there might be a lot of problems for the business. Market share might be lost to online yoga studios by the business. 
Additionally, the business can lose its commitment to its clients and its decision-making flexibility. This can result in lower earnings and a drop in the performance of the firm.
I am certain that More Yoga, will effectively execute the modification thanks to the suggestions we made after a collaborative plan assessment. These suggestions should be seriously considered by the organisation, and they ought to be put into action right away. More Yoga can guarantee its long-term success by doing this.
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