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Introduction 
The change we are trying to work towards “the change in organisational culture”- Increasing quality of life and working environment for staff during challenging times of change and uncertainty. 
During this report I will be conducting a change of imitative plan for my current workplace. The report will begin with an introduction into my current workplace through a discussion regarding the organisational culture in its current state and the goals which the company has historically worked towards. Following this, I will explain the catalysts for change that have resulted in my company needing a shift of action planning. Following this, I will introduce the model that I have created as well as break down each individual aspect of the model to explain how these aspects contribute towards the creation of positive sustainable change, which is a necessity to reach, for the company to continue to function successfully in an unstable global environment. 

My place of employment
The company I work for, is an International Limited Accountancy Firm. Due to data protection and client confidentiality standards, as well as my own contractual obligations, I will be referring to my organisation under a pseudonym of “Parker & Co.” throughout this report, this will ensure I do not breach my contractual obligations or dilute the trust built up with clients. Parker& Co. is built up of a network of smaller firms within more than one hundred and thirty countries and contains more than two hundred thousand employees in total, although the office I work within contains far fewer with forty-one employees split between twenty-six accountants, four trainees, five payroll staff and six administration and support staff. Parker & Co. offers a number of accounts related services including financial audits, tax return creation and submission, accounts advisory, financial planning, payroll management, international banking services, regulatory proceeding, and lawsuit support. The company was founded thirty-five years ago in 1987 and sub- firm I work for was bought in five years ago. In 2020 Parker & Co. was incorporated in London, England and in other up-to-date news the company has added new industry leading services to its list of services, including Bitcoin and Ethereum crypto analysis and the introduction of cryptocurrency into the company treasury. Parker & co is also working towards the acquisition of venture capital firms in the United Kingdom to further diversify the company’s capabilities and extend the financial reach. 
The company’s priority has traditionally been focused on a single bottom line of financial success with a very classical approach to working with a typical working week being made up of five days from Monday to Friday with usual daily working hours being from nine in the morning until five in the afternoon with a required one-hour lunch break during the day. Workplace standards require staff to dress in smart casual attire within the office. The goals for staff are entirely focused on percentile billing, meaning that during a day there is a goal to reach eighty percent billed time for all employees, this reached by having every hour being split into ten units with each unit being made up of six minutes. So, to reach the company goal a staff member must on average have eight units per hour billed to a client with the remaining two usually going to admin or training, respectively. This has been the historic accepted standard of working for the company until the beginning of the coronavirus pandemic when all aspects of the firm’s day-to-day workings have changed.



The catalysts for change 
Businesses faced many challenges throughout the global pandemic, with a large number failing to survive. As Verbeke & Yuan state: 
“The pandemic is not only changing the structure and functioning of the world economy, but it will also have lasting impacts on the international business strategies of large multi-national enterprises (MNEs)” (Verbeke & Yuan, 2021, p:601).
Today, we are in a period of recovery however, there are the effects and consequences of Covid 19, along with the consequences of Brexit and the unsettling war in Ukraine.
From either an individual point of view or a business everyone has in at least one way been affected by the coronavirus pandemic, during which many businesses have had an extremely challenging time through mandatory social distancing and furlough making collaborative working difficult if not impossible. Myself included found this where a large majority of staff in my office where on furlough leaving only five individuals to try and to as much of the workload as possible to maintain some manner or continues workflow for the company. As well as set up for and support staff members that were working from home through setting up files, managing client calls and when able doing socially distanced meetings. These circumstances were quickly realised to be unsustainable for any period of long-term work. So, changes needed to be made that would allow all staff to continue working without any detrimental effect to their health and as little as lowering in quality of work for clients to receive the services that they expect from the company. 
Following on from the pandemic we have seen prices rising to levels not seen within my lifetime and a planet on the edge of disaster either due to the global climate crisis from decades of environmental damaged done in the pursuit of profit or from social disaster created by events such as the war between Ukraine and Russia displacing hundreds of thousands of people how have become refugees. As well as Russia creating global discomfort through the reduction of oil provisions the rest of the world and having a knock on effect of rising energy and fuel prices far above the budgeted limits of everyday average people and causing countries to look towards other fuels and energy sources which may in the long term prove beneficial for all as alternative energy sources become more accepted and global oil and gas dependency lowers but during the short term as everything is uncertain individuals are left to pay the price without support from a government of socially generous individuals in power. 
These issues have created a situation where individuals are worried and are beginning to find it hard to cope and the realisation that even a normal “nine to five” job may be not be enough to support themselves and results in people becoming disillusioned with the current economic focused global system that we are a part of and seek to find new ways of working that can fur full their desires and will not cause discomforts and minimal stress and instead creating joy and a sense of purpose through their employment. My company has realised this and as such given more power to individual firms to make organizational changes in the pursuit of retaining staff and meeting their needs doing these tough times. This allowance has opened the door for the opportunity of a change of initiative within the firm away from a classical business model and towards a more considerate outwards looking approach to business that also considers the environmental impacts and social issues related to the job in hand and how to best manage and meet these needs for the most sustainable outcome. 




The model created 
In search of a more sustainable option, I have created a model that my company can work towards to best meet the needs of staff and the company in cohesive manner. Current literature supports change to a more sustainable business model as a positive shift, initiated by the leaders and mangers within organisations and businesses. Indeed, Manu Vora suggests that “leaders must ensure that they are creating leadership at all levels of their organization to successfully carry out the change. On the change management journey [he suggests to] try to enlist change agents throughout the organization. Also focus on people with positive attitude, rather than waste time with people with negative attitude. One of the important task leaders must address is to empower people, encourage them to embrace the change, and address their fears/resistance to change (Vora, 2013).The model I have created works from a hybrid approach based on two of the three change management models, the firs from is organisational-wide change as the changes I props through the model can be introduced across the firm to reach the highest level of integration and success. The second aspect of the hybrid plan comes from employee focused change as the company has realise that meeting employee’s needs is the best way to reach success and retain staff. 
The model I have created is built up of five key areas that when initiatives are enforced to support any one of these five areas a sustainable form of change is created within the company. Each area is as important to creating a positive change as each other and is reflected by the model having no hierarchy within it (Appendix item 1.0). 
The first area of the model is Flexible working environment, when working towards this we are tyring to bring benefits to the life of employees such as increasing job satisfaction and improving our employees work and life balance by creating initiatives that work towards helping individual members of staff find what works best for them to be as productive as possible without the feeling that work is taking over their lives (Guillén Parra, 2021).
The next area is introducing practice wide sustainable initiatives, here the focused of the area is on how our working environment can have the lowest possible environmental impact on the plant as to reduce wasteful practices and minimise the firm’s environmental footprint when always possible (Kalia et al., 2015; Stead & Stead, 2014).
Next within the model is Working with employee needs, the goal here is to work with employees on an individual one to one basis and try to understand what their needs and see is from this any organisational changes can be created, or individual needs can be met. This can make employees feel far more valued within the company and can identify common needs of employees and when possible, proactively rectify them (Weninger Henderson, 2020).
The penultimate aspect of the model is adapting to future practices, throughout the Covid pandemic, the firm has reactively learned to use innovative technologies to help ease the transition to more virtual focused workspaces, however this area will pro-actively work towards learning and understanding the newly emerging ways of working and online programs to best prepare staff for the future (Neville, 1988) 
Finally, at the last area of the model we have creating comfort for employees, the importance here is to allow staff to feel that they are working in comfort this working in a day to day setting as well as helping staff feel comfortable in a much broader sense through a shares sense of success within the firm and through the use of the firms available expertise to help colleges reach a level of stability that results in comfort for all staff members (Neville, 1988).


Achieving the goals of the ‘change of action model’ 
The way in which we achieve sustainable change from the different areas of the change of initiative plan is through creating goals to work towards for each area of the change model. From this there is then a discussion on the advantages and disadvantages that the idea brings and from this we are able to justify the integration of the goal or able to feel confident in the reasoning for not adapting to the change. 
For creating a flexible working environment, the goal that is being worked towards is adopting the option of working from home as a core element of employment withing the firm. This goal comes from the original want from staff to work during times where they were legally required to isolate during the coronavirus pandemic. The advantage of this initiative is that productivity is increased due to fewer interruptions in an office environment and heighten the levels of staff motivation through the increasing convenience being provided to people’s lives. However, working from home is not for everyone as based on some people’s personalities and levels of ability to work independently may be another challenge that they do not wish to endure, especially if employees have created a routine with their working environment and prefer to separate their work and personal life. Prolonged periods of working from home can lead to feelings of isolation and as if they are disconnected from the rest of their colleagues and that they cannot effectively work collaboratively due to the lack of physical interaction. Another priority issue is that monitoring performance can be particularly difficult as staff who have never been able to work from home find the opportunity too easy to take advantage of resulting in less work being done. The monitoring aspect alone may provoke varying reactions from staff as some may welcome the communication and continues checking in aspect as others my feel disrespected that they must be supervised to do their job responsibly (Worthington & Britton, 2006).
From considering the pros and cons for working from home the answer seems to be to allow working from home but not on full time bases but rather integrated office working days so that staff have the opportunity to communicate in person and work colligatively to plan their tasks and then use their homes as places of work if they choose to and it suits them. 
To work towards the introduction of practice wide sustainable initiatives the goal that is being explored is going completely paperless this initiative comes from the vast amounts of paper that is used within the office and if a reduction in this is possible the environmental and business positives are immense. Such positives include a significant cost saving such as keeping everything stored within a digital format. This could be on hard drives, flash drives or within cloud-based servers; it is cheaper on a cost per page basis than in physical form. Within an accountancy profession this eliminates the shredding costs of confidential documents. Such documents are able to be stored on air-gapped devices so that accounts data cannot be stolen and if they are ever needed to be destroyed then all that is required is a highly magnetised chamber device and or a drill to wipe the said drive and physically make it impossible to use the storage device for true destruction of data (Shegerian, 2021).  this along with the positive environmental impact of little to ideally no paper consumption places this idea with a strong stance for introduction into common firm practices. However, the negative that is most considered with this new way of work is that it is a new and very unfamiliar way of working which requires people who have spent most of their careers working with physical documents to completely change their habits and relearn their own ways or working to fit this goal. Other issues with a paperless system are that there are rules and regulations about holding records of accounts for companies for up to seven years after their accounts are finalized and these accounts must be kept in physical copies for data protection purposes (Bergner & Heckemeyer, 2017). 
Looking into all aspects of this idea a completely paperless system is not achievable so as a compromise a limited paper use per client system my be a viable alternative or monitoring on where the largest uses of paper are and seeking to lower these areas such as not using paper pads for notes and instead using notes applications on staff devices such as tablets and computers. 
When wishing to meet employee needs the importance is on communication with employees about what they want to see change within the firm and what will help them pest achieve the best possible balance of work and personal life. From these communications between staff many ideas have been raised some more practical than others but one which could be considered impossible only a few years ago is now become a possibility and, in the future, even may be a certainty. This being reducing the working hours in a working week whilst maintaining the same levels of pay and benefits from a five-day working week to a four-day working week. The benefits of this include a hinger level of employee engagement as staff are more committed to their work and are less likely to take sick leave from the feeling that over their new three-day weekends, they have more time to recover and increase their own wellness and once done they return to work ready for the challenge and with less feeling of dread (Skans, 2004). A four-day working week also comes with environmental benefits as on the fifth day the office is closed and little to no heading and electricity is used and employees are not required to commute as much reducing the transportation costs and fossil fuel usage (Apergis & Georgellis, 2018). The main drawback to this idea is that client satisfaction may be sacrificed as clients may struggle to reach their accountants as often as they wish to. Employees may also find that as they now have one day per week less to complete their tasks there may be more pressure places upon them to meet deadlines. 
In totality this idea does move away from a more classical approach to business in favour of a more social and health focused approach to working that with time given for an adjustment period to show that no loss in work quality will result from a four-day working week it can become a viable stratagem to integrate within the firm for continues success and growth whist maintaining staff.
To adapt to future practices, requires for a company to be very pro-active in finding alternative ways of working using newly emerging technology and training staff to do so effectively for this aspect of the initiative plan for change. Using newly emerging forms of technology suck as zoom and teams quickly becoming commonly practice this area is important to develop as being pro-active will lead to outperforming competitors as well as other advantages. Such include streamlining and automation of activities, reducing the required time for tasks to be complete allowing employees to navigate their workloads in a quicker more efficient way so new mediums of working. However, the drawbacks of the embracement of modern technologies are during the period of learning when the newly emerging functions and services are being understood there is a disruption in productivity. With online applications such as zoom and teams it can lead to a lack of a personal or professional touch as meetings move to a virtual format that is unfamiliar and alien to classical business practices (Brown, 2020; Kanitz & Gonzalez, 2021). 
From the consideration of this goal in both for and against formats the goal is an important continues working goal across the business, but it is equally important not abandon historical practices in favour newly emerging forms of working. This is due to clients not being as aware of what is the newly accepted forma of working and may be comfortable in their preferred historic familiar ways of conducting business and may simply not wish to adjust their way of working to suit the firms technologically inclined direction. 
The fifth and final goal of my change of initiative plan is creating comfort for employees this can be achieved by collaborating with employees to identify and evaluate changes in firm procedures and standards to find a balance between professional and personal that allows staff to work in a comfortable manner without losing any level of professionalism in the workplace. This can begin by working towards a relaxed informal working environment such as relaxing the dress code and changing office structure to more open plan collaborative workspaces to increase collaborative working across employees at various levels across the company. These practices come with competitive advantages including increasing the attractivity of working within the firm and raising productivity levels of staff that do not feel confined to a cubicle and are freer to express themselves which can accumulate in increased creative thinking and initiatives from staff members. Changes such as these can accumulate to a loss in what can be traditional office culture however this loss is replaced by a new more cooperative means of working that could explore new success for the company over years to come (Franklin, 2011; Motschnig & Ryback, 2016). 
This final objective is one that may be beneficial or detrimental to the company’s future however as with most newly adopted means of working the only way to truly judge if these initiatives will be successful is through trial and error via integration and analysis over time to see what results in the most company development and highest employee satisfaction. Where these to aspects collide in the greatest conceivable way is where true success will be achieved. 





Conclusion 
In conclusion, over the course of this report an effective, literature and research informed plan has been created that outlines key areas for change in initiatives for my company to work towards and consider in daily practice with goals that steer aways from classical business initiatives and towards sustainable means that can ensure a company can grow and thrive in an ever-changing world. Each area of the plan has been supported by ideas of ways to work towards each goal with an in-depth analysis of the positives and negatives that each idea brings with them and how we can maximize the positive impacts of each idea and attempt to negate each negative factor through working with compromises to ensure the greatest level of success for staff and the environment without sacrificing little to no economic growth across the company. These goals and ideas will allow for the company to work towards effective change that we have wished for in time. I feel that through me explanation of the designs of my plan with its simplified layout for understanding and adaptivity over the future periods of change we will endure I have justified my reasoning for my plan and executed my goals well and can be sure of my success moving forward in this task. 
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Appendices 

Appendix item 1.0, change initiative plan – goals for a sustainable change in organisation wide action 
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