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[bookmark: _Toc134820224]EXECUTIVE SUMMARY
Modern businesses face risks from various sources, including the economy, the environment, politics, and regulations. The Change Management strategy of an organisation will allow it to identify and respond to these threats.
According to Hailey, (2021), during the covid-19 pandemic leaders were required to make prompt judgments with limited data, algorithms, and with no business continuity exercises available for COVID-19, senior leaders had to rely on their own and others' wisdom, discernment, and honesty. A determined approach to sensible enterprise, rooted in organisational purpose, values, and trust, served as a "north star" for executives' decision-making. It assisted them in thinking about their entire ecosystem.
Additionally, leaders become more dependent on gathering new information from others. Knowledge was shared more openly within the boardroom taken from all levels of the organisation and the outside world. The ability to lead as a group, through sharing knowledge, information, and ideas, was vital for excellent teams. Team players replaced individual superheroes.
Hailey, (2021) also observed that video and a never-before-seen form and frequency of access to senior leaders emerged. Employees observed top executives at home, dealing with their own fears, sicknesses, and family responsibilities. The same senior teams who a year before may have appeared primarily focused on shareholder returns or excessive staff surveillance were now permitted to be themselves. They manifested qualities of humanity, compassion, and empathy. Despite their own doubt and shock, senior leaders were tasked with reassuring their respective workforces.
Post Covid-19 lockdown in 2022–2023, employees who have been working remotely from home may return to the office with a new set of worries, assumptions, and possibly even unconscious reactions to things that did seem normal before. Employers in the post-pandemic era need to reorganise their workplaces to ensure continuity of operations while also making workers feel secure, valued, and competent. Culture adaption in the workplace is, therefore, a need. The challenge is to design a workplace that accommodates the whole range of taught behaviours and attitudes that have emerged in the aftermath of the COVID-19 pandemic.
A study by Emmett et al, (2020) found that in the last decade realizing that joy and output are closely linked, organisations have placed a greater emphasis on employee well-being, especially mental health. A useful support tool for staff optimism, public health, and business growth can be built if companies take a step back and assess the issue from the employee's perspective, considering attitude and behavioural changes associated to COVID-19. The study concluded that adjusting the workplace with a post-pandemic frame of mind can help us deal with current problems and make our companies more resilient going forward.
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[bookmark: _Toc134820225]INTRODUCTION
The purpose of this report is to critically evaluate a recent change management plan at John Lewis and Partners where the writer is a customer (stakeholder) and hopes to work there in the future. This report will provide a high-level review of the company's recent activities and explain how external factors like the Covid-19 pandemic have affected the company.
According to the (CIPD 2020), several forces, including environmental, consumers, markets, legal, political, and technology, compel many organisations to undergo ongoing organisational transformation. According to the report, many change attempts fail to produce the desired results and may potentially limit the organisation and its people. The effects of ineffective change management can be catastrophic and long-lasting; hence, it is crucial that leaders comprehend the issues and acquire skills to support change management plans.
This report will be substantiated with:
Business analytical tool:
· PESTEL analysis
Change Management models:
· Kurt Lewin Model
· Kotter's Eight Step Model for Change
· ADKAR model
Evaluation of Leadership styles:
· Contingency theory of leadership
· Situational theory of leadership
In addition, this report will assess the cultural impact of the change management programme and create an appropriate change management plan by suggesting change personnel training, development plan, communication plan, and revolution plan.
The main body of this report is in three sections:
Section 1 will identify an organisation-appropriate strategic change solution by critically evaluating the adopted change management process. 
Section 2 is a comprehensive examination of the Change Management models listed above. 
Section 3 will elaborate on the Change Strategy proposal and implementation for John Lewis & Partners.
This report's conclusion will describe the anticipated outcome and make recommendations for the company.
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[bookmark: _Toc134820227]SECTION 1: IDENTIFICATION OF THE SUITABLE STRATEGIC CHANGE OPTION

[bookmark: _Toc134820228]Overview of John Lewis & partners – Retail sector
In 1920, John Spedan Lewis, set about establishing a management style for the company that was both efficient and democratic, by giving each Partner a say in the daily operations of the company they co-own and making it more agile in the face of intense competition. (John Lewis and Partners (JLP) PLC 2022)
According to JLP PLC Annual Report and Accounts 2022, the partnership was formed for the following reasons:
· Experimenting to create happier, more trustworthy business practices for mutual benefit.
· Collaborate to create a prosperous business and sustainable future.
· Partnership is owned by partners, sharing knowledge, power, and profit.
· The Partnership purpose motivates, motivates, and guides decisions.
· Company prioritizes Partners' satisfaction to deliver superior products and customer service.
John Lewis Partnership timeline highlights from 2001 (JLP PLC 2022):
2001: The launch of JohnLewis.com
2018: John Lewis and Waitrose relaunched under new names: John Lewis and Partners and Waitrose and Partners.
2020: Sharon White is appointed as the sixth chairman of the John Lewis Partnership.
2021: The first UK shop to offer equal paid maternity and paternity leave (6 months for both parents) and paid pregnancy loss leave (2 weeks).
Summary of Annual Report as of January 29, 2022
● A 38 percent increase in profit to £180.5m before the Partnership Bonus, tax, and extraordinary items.
● The pre-tax loss was £26.7m, a decrease of £490.5m from the previous year.
 ● Partners receive a 3 percent bonus, the equivalent of about 1.5 weeks' salary.
● Nationwide Voluntary Real Living Wage to be paid this year resulting in 2% pay rise. 
● Partnership trading sales rose 1% to £12.5bn. Revenue £10.8bn, up 1% on the previous year.
 ● On a like-for-like basis, Waitrose sales grew 1% to £7.54 billion, but reported sales fell 1%. Revenue fell 1% to £6.98 billion (compared to the previous year).
● John Lewis recorded its highest-ever total trading revenues of £4.93 billion, up 8% like-for-like and 4% year-over-year. £3.85 billion revenue, up 3%. (Compared to previous year).
[bookmark: _Toc134820229]PESTLE ANALYSIS OF THE RETAIL SECTOR 2020 TO DATE.
	Factor
	External factors 
	Factors affected within retail industry
	Importance to organisation

	Political
	· Government policy 
· Political stability 
· Tax
· Industry regulations 
· Global trade agreements 
	European trade regulations are uncertain after the UK departed the EU. 

Pandemic lockdowns established by the government restricted in-person shopping.

The above factors will consequently affect revenue.

Consumer protection rights control interactions between buyers and sellers.
	High






High







Low

	Economic
	· Exchange rates 
· Globalisation 
· Economic growth/ decline 
· Inflation 
· Interest rates
· Cost of living
· Labour costs
· Consumer spending habits
	
The volatility of the exchange rate continues to impact negotiations with suppliers abroad. 

Due to UK exit from the European Union, business markets and investment in the UK remain uncertain. Example - Northern Ireland Protocol.

COVID-19 pandemic has contributed to already weak market conditions due to BREXIT and increased reliance on E-Commerce.

Interest rate and inflation are going up at the same time leading to a cost-of-living crisis made worse by the war in Ukraine and soaring energy costs. 


The cost of labour is under pressure from inflation and UK economy is currently experiencing incessant strikes from transport to Health, education, and royal mail.

Change in consumer spending preferences, leads to some products seeing increase in demand while others are experiencing decline in sales.
	Medium- ongoing monitoring







Medium- ongoing monitoring



Medium- post pandemic management ongoing


High – ongoing impact on the business in terms of salaries, price of items, profit

	Social
	· Consumer trends
· Lifestyle variables
· Occupational outlook e.g., Work-life balance 
· Demographic
	Distinct regional and national cultural inclinations and norms.

Appropriate research is essential for satisfying customers of varying ages and statures.
The age group with the highest disposable income is between 40 and 65 years old.
Investing in market research is necessary to assess whether a shift concerning a further comprehensive strategy is warranted.

Due to the cost-of-living crisis, local labour markets in some locations do not wish to work for the minimum or living wage in retail.

Since the lifting of the Covid-19 lockdown, concerns about work-life balance have altered views towards work. If the employment is a desk job, most employees now prefer remote or hybrid work options.





	Medium, currently monitoring.




High; further examination needed.


High; further study needed. 






High; department stores are at risk of closing if understaffed.





	Technology
	· Mechanization 
· Invention
· Deviant Innovations
· Networking socially
· Improvements 
· Automation 
· Intelligence Simulation
· Safety
	Is current technology appropriate right now and in the long run? How attractive is the website?
Consider the customer-friendliness of the website.
Consider ordering products via user-friendly smartphone apps.

Technology for analytics and purchasing intelligence can be improved.
There is room for improvement in web design, marketing, and analysis.




Confidentiality of customer data storage and protection rights.





The increase in cybercrime poses a threat to data security and operational continuity.

	High: People increasingly conduct research online before making in-store purchases.

Strategy for the medium to long term; additional study is required.

High: explore internal capabilities. 

High: consider the roles necessary to enhance the online shop, presence, and sales.

Low: conformity with GDPR regulations in place from May 2018. 

High: The JLP software may stop working if this happens.

	Legal
	· Employment law
· Common law
· Local labour law
· Health and Safety regulations
	Each year, rates of pay, including the national minimum wage, increase. The JLP has adopted the voluntary living wage.

Concerns on the loss of family-friendly measures, the majority of which were enacted under EU legislation.

Contractual flexibility is necessary during peak business periods. The ramifications of freelance work- Taylor review on employment status.
Compliance with the Modern Slavery Act is especially crucial for the retail sector.

	Medium: ongoing review



Medium: JLP take employee wellbeing seriously and have policies in place to address this area.




 Medium




Low: policy now in effect

	Environment
	· Environmental constraints enforced by the national government.
· Sustainability
· Corporate Social Responsibility (CSR)) 
· Ethical sourcing
· Transportation 
· Procurement
· Optimization of the Supply Chain
· Future pandemics
	The increase in buyers who are morally and ecologically conscientious has caused sustainably sourcing to increase the cost of JLP products. 

Yet customer relations have progressed since the implementation and publication of the JLP ethical sourcing policy and CSR goals.

The John Lewis Beauty Recycle programme, for instance, diverted almost 550,000 cosmetics containers from landfills by recycling them.

In addition, 252 of the Partnership's 581 heavy vehicles are now powered by biomethane, marking a significant step toward JLP's goal of completely transitioning the fleet away from the use of fossil fuels.

By the year 2030, JLP plans to have its whole fleet of vehicles run entirely on alternative fuels.




	
Medium: monitor customer loyalty


Medium – continue to monitor
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Yukl, (2012) defines leadership as the process of helping people see the big picture and agree on what needs to be executed and how to get it done. Leaders also help individuals and groups work together to accomplish goals.
As shown in the JLP annual report (2022), JLP is employee-owned, in contrast to private equity-backed and publicly traded companies. Profits at John Lewis are distributed to staff as annual bonuses. In 2020, Sharon White was named the new CEO of John Lewis Partnership. In response to the COVID-19 outbreak, John Lewis has closed approximately one-third of its stores and laid off 4,000 employees under her leadership. John Lewis Partnership takes the health and safety of its employees, customers, and third-party contractors extremely seriously. (JLP plc Annual Report and Accounts 2022 p.3)
The leadership style at JLP can be said to be a combination of democratic and authoritative as the writer observed in the message from the chair that states: With the pandemic and so many organisational changes, the personal impact cannot be overstated. As the company enters the second year of the Partnership Plan, a five-year strategy to restructure the business, it is gaining pace in an increasingly competitive retail environment. The JLP's emphasis on quality, value, sustainability, and great service has proven beneficial. (JLP plc Annual Report and Accounts 2022 p.3)
According to Goleman et al (2003), a democratic leader will solicit ideas and support from the employees and gives them a voice in decision-making. This fosters trust and dedication, enables people to work flexibly, and maintains good morale. It is most effective when the leader is undecided about the route to take and is prepared to listen to and benefit from the advice of other employees.
However, Yukl (2008) asserts this strategy is less likely to be successful on its own when employees lack the necessary skills, knowledge, or experience to provide appropriate recommendations. It can occasionally result in a situation resembling a ship without a rudder, when everyone has a different opinion on what should occur, and nobody is able to decide and go with it. This method allows weak leaders to procrastinate or blame the lack of consensus for their inability to take decisive action. It can be especially improper at times of crisis when consensus-building is typically quite difficult.
According to Yukl (2008), the authoritative leader, on the other hand, is a visionary who can collect support for his or her goal and then move aside to let others achieve it in the most effective manner for them; particularly in challenging times when the leader needs to keep colleagues motivated about a new vision. This adaptability stimulates innovation and creativity among all colleagues.
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According to Handy (1993), culture is defined as the common beliefs and values that govern and shape the individual and organisational behaviour in an organisation.
According to the JLP website, the JLP culture created over 100-years ago is one of inclusivity and even more so since 2020 when the COVID-19 pandemic struck. The John Lewis Partnership was founded to be a positive force in society, with a constitution that outlines responsibilities and returns earnings to Partners.
Sharon White the Partnership CEO, in the BYA Report 2020, states that JLP is motivated to improve people's lives and foster constructive social change. Consequently, JLP is a social enterprise.  As a company with such a rich history of being mission-driven, it is essential that JLP continue to build on its noble past. JLP must guarantee that its purpose is unambiguous, reflects the environment in which Partners and customers exist today, creates a compelling vision of the future, and guides its business decisions and activities.
The JLP five-year Partnership Plan highlighted three areas of focus to contribute to the greater good by addressing discrimination in all its ramifications, promoting well-being, and advocacy for eco-friendly lifestyles.
JLP wants to be known as the most inclusive company in the UK, so it is committed to cultivating a welcoming environment for its employees that values diversity and provides equal access to training and advancement.
"Be Yourself Always" is a John Lewis Partners' sense of community plus physical and mental health is paramount to customer satisfaction and prosperity of the business.

[bookmark: _Toc134820232]Does the John Lewis Partnership change management process need improvement?

To align change strategy and culture, change planners must align strategic and cultural goals to create a supportive and goal-aligned culture, leading to more initiative-taking and opportunistic change. (CIPD, 2020)
CIPD (2020) reports that the public and media have been looking closely at companies to see how they have responded to the COVID-19 situation, with the hope that businesses will act ethically. The report asserts businesses have been given a once-in-a-generation chance to change the way business is done by putting people at the centre of the post-pandemic recovery and institutionalising responsible business practises. In the coming months, businesses may try to "build back better" by maintaining the momentum of the responsible business agenda.
Therefore, JLP can still improve their change management process even though according to their annual report (2022), they have raised the bar in the retail sector in terms of employee and customer satisfaction. For instance, creating a connection in the space between now and the future. Understanding and communicating to all parties involved that the company's core principles will stay unchanged despite the necessity for new approaches to management.
[bookmark: _Toc134820233]Identify leadership style that need to be changed due to current economic volatility.

Transactional Leadership: introduced by Max Weber (1947), where supervising, organising, and “short-term planning” are its main goals. Transactional leadership uses self-interest to motivate and steer followers. Transactional leaders have organisational authority and responsibility. Followers aim to follow the leader's orders. Leaders use rewards and punishment to motivate. Leader and follower collaborate to reach routine performance goals based on the following understanding:
· Transactional leaders establish SMART objectives and rewards for achieving them.
· A transactional leader actively monitors subordinates to avoid errors.
· Leaders that are transactional only intervene when criteria are not met.
· Laissez-faire: The leader gives subordinates decision-making opportunities. 

Transformational Leadership: introduced by Burns (1978), seeks to “raise the consciousness of the followers by appealing to ideals and moral values rather than to materialistic desires or negative emotions”.  Transformation leadership involves followers to achieve common goals as observed in JLP. This report will focus on this sort of leadership to emphasise the need of transformational leadership in these difficult times, when the capacity to define a vision, encourage workers, and put the firm ahead of oneself are crucial. Transformational leadership transcends traditional leadership and, as the term suggests, results in a total revitalisation of the organisation and a transformation of its position in the business world. Transformational leadership is one of the primary leadership styles that affect organisational and individual outcomes for competitive advantage. (Bass 1998)



[bookmark: _Toc134820234]SECTION 2 CRITICAL EVALUATION OF THE CHANGE MANAGEMENT MODELS
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Lewin (1949) describes three stages of change management as Unfreeze, make changes, Refreeze. 
Unfreeze process and perceptions: Unfreezing" refers to going through the entire process step by step to search for areas that could be improved. It also holds true for how the organisation views the procedure, prospective modifications, and any potential pushback. As a result, the viewpoint required to alter the root causes of the issues rather than just their symptoms are created. Existing prejudice and common errors are thus eradicated.
Make Changes: Ensure staff has all the training they need to successfully implement any new systems or technologies. Employees need someone to turn to for support, whether a manager, a mentor, or just a knowledge base. Keep lines of communication open so that everyone is on the same page and can share their thoughts on successes and setbacks as they occur.
Refreeze the new normalcy: After changes have been implemented, evaluated, and fine-tuned considering feedback, the current state must be "refrozen." The failure to do so is a fatal flaw in any change management strategy. This phase will be less difficult if suggestions are considered (and implemented), as workers will be more receptive to the alterations. The new procedures should be monitored on a regular basis to determine if they are being used correctly, if they are producing the desired results, and if revision is required. It is important to keep tabs on how staff members are adjusting to the new procedures because it may take some time for the changes to become routine.

ADVANTAGES OF LEWIN'S MODEL (Cummings et al, 2016)
· Straightforward, consisting of three overarching phases with several subphases. 
· Uses behavioural psychology to identify and address the core reasons why people either reject or embrace change.
· The reasoning behind Unfreeze, Alter, and Freeze is straightforward.
DISADVANTAGES OF LEWIN'S MODEL (Cummings et al, 2016)
· A separate change management model may be needed for completion when interpreting the steps inside each phase.
· It has been argued that Kurt Lewin's model's Freeze stage is too rigid since it "freezes" behaviours that will need to be unfrozen again shortly because of the rapid pace at which technology is advancing and forcing organisations to adapt to keep up. Some others think the final step should be more open to change.
· Developed in 1947, before technology played such a key role in today's workplaces.  Therefore, out of date.
· Too aggressive to promote a supportive environment for change.

[bookmark: _Toc134820236]KOTTER’S 8 STEP Model of Change
Kotter (1995) 8 steps in the process of change: 


1. producing an impression of urgency
2. creating influential governing coalitions
3. Creating a vision and a plan
4. visionary communication
5. reducing barriers and enabling employees to act
6. generating short-term success
7. amalgamate achievements.
8. Change is strengthened by cultural anchoring.

ADVANTAGES OF KOTTER'S 8 STEP MODEL (Skinner et al 2020))
· It provides a clear roadmap for leadership.
· It focuses on the emotional necessity of momentum and is built on energy.
· It highlights essential strategies to generate and maintain momentum.
DISADVANTAGES OF KOTTER'S 8 STEP MODEL (Skinner et al 2020)
· The most prevalent models of organisational maturity, the results of earlier organisational change attempts, and the impact of the proposed change on the organization's culture are left out.
· It does not provide enough details on how to build vision clarity and an effective plan to deliver the benefits of that vision.
· He does not address the accompanying human adjustments because his concentration is on organisational change. Warrilow (2019)
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The ADKAR approach is useful for both personal and organisational change planning as it emphasises the following:
· “Awareness”: Educating workers about the necessity of change is an important first step, but it is not the same as telling them what to do. Getting buy-in from staff requires making a case for the change with supporting evidence.
· “Desire”: Awareness is useful if people are willing to change. A leader's ability to win over team members will be tested.
· “Knowledge”: The know-how of the change. Make everyone aware of their role in the transformation. In general, people resist change because of the uncertainty, but a clear plan with activities, outcomes, and roles for everyone helps relieve some of that anxiety.
· “Ability”: Required to execute abilities and behaviours. Knowing what must be done is merely one component of the circumstance. To perform their tasks, employees may need further training or instruction. If individuals are prepared for and confident in their abilities to manage change, they are less inclined to resist it.
· “Reinforcement” Staff can be encouraged to acquire new habits and accountability can be established through frequent assessments and the provision of incentives to ensure that the change is sustained.

ADVANTAGES (Skinner et al 2020)
· Recognize and address employee aversion to change.
· Assist staff members in adjusting to the new situation.
· Create an effective action plan for personal and professional development during times of change.
· Develop change management plans for each employee.
DISADVANTAGES (Skinner et al 2020)
· Does not differentiate between "gradual change" and "step change."
· Fails to differentiate between the duties and responsibilities of leadership and management.
· Ignores the requirement for leadership to handle the emotional aspect.
· Lacks an understanding of programme management at the macro level.
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[bookmark: _Toc134820239]What leadership styles would be suitable for initiating and implementing identified strategic option. 
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N.B: manager and leader are used to substitute for each other in this diagram.
Leadership styles on the continuum: (Tannerbaum and Schmidt 1958)
The contingency theory of leadership states that leadership style is dependent on the leader's operating environment.
Tannehaum & Schmidt (1958) portrayed the choice between authoritarian and democratic leadership as a continuum, with "boss-centered" leadership at one end and "subordinate-centered" leadership at the other. Therefore, the focus of the investigation shifted to the leader's operational environment (followership and organisational setting). 
Tells: The manager finds the problem, chooses, and announces the solution, and anticipates its implementation.
Sells: The manager decides on a course of action, but is aware that subordinates may oppose it, so he or she strives to persuade them to embrace it.
Consults: The manager identifies the problem but does not decide; instead, he presents the issue to a group and listens to their suggestions, which may affect their final decision.
Joins: The management defines the problem and the parameters within which a decision must be made, then transfers decision-making authority to the group, with the manager serving as a group member/chair.
The stages of this continuum are given as options for the leader. The leader must ask himself or herself, "Should I be democratic, autocratic, or something in between?" 
Tannenbaum and Schmidt argue that the answer is contingent upon three sets of influences namely the leader, subordinates, and the situation.
1. Leader: Personality, values, preferences, attitudes toward employee participation, and confidence in subordinates.
2. Subordinates: independence, ambiguity tolerance, problem understanding, involvement expectations.
3. Situation: organisational norms, group size and location, teamwork, problem type.
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Situational Theory of Leadership:
Hersey & Blanchard developed the situational theory of leadership in the 1970s and 1980s. According to the contingency theory, context greatly affects leadership style. The situational theory of leadership differs somewhat in that it places greater emphasis on followers' task-readiness. Hersey & Blanchard's model (1982) defined four fundamental leadership styles and four fundamental follower roles:
Leadership styles: S1: Telling S2: Selling S3: Participating S4: Delegating. 
Followership states: R1: Unable and unwilling or insecure; R2: Unable but willing or confident R3: Able but unwilling or insecure; R4: Able and willing or confident
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KOTTER'S 8 Step model for change in relation to John Lewis & Partners.
[image: Kotters 8 step Model of Change]

Implementing Kotter's theory: 
      1.Developing a sense of urgency by
a) identifying and emphasising potential future risks and their potential consequences.
b) Potential gains that can be made through well-executed interventions are studied.
c) Initiate free-flowing conversations to get people thinking about pressing issues and motivated to defend their positions with solid arguments.
d) Involve and solicit feedback from industry insiders, key stakeholders, and end users on the topic of transformation.
     2. Building a core coalition by
a) Finding the key influencers and decision-makers in the organisation and convincing them to take part in the change process.
b) Building a strong movement for transformation via collaborative effort.
c) Learn where the coalition teams are lacking and fill those spaces with influential people from all departments and levels of the organisation.
     3. Forming a strategic vision by
a) Determining the organization's basic values, the goal, and the change implementation tactics.
b) Make sure the vision can be easily understood and communicated by the people leading the transformation.

4. Getting everyone on board
a) Spread the word about the new direction in a clear, convincing, and consistent manner. Integrate the vision into the core processes, like assessments and training.
b) Take up people's concerns and problems with honesty and sincerity.
5. Removing barriers and reducing friction
a) Verify that all procedures and structures are in place and in harmony with the organisation's ultimate objective.
b) Always be on the lookout for things and people that stand in the way of progress. Take preventative action to ease the way for the transition to occur.
c) Recognize and appreciate those who help bring about change.
6. Generating short-term wins by
a) Producing short-term victories early in the change process, that may instil a sense of success in the initial stages of the transition.
b) Develop few short-term goals rather than one overarching one; these will be easier to achieve, cheaper to implement, and less likely to fail.
c) Acknowledge the efforts of individuals who contributed to the success.
7. Sustaining acceleration
a) Get better all the time by learning from people's specific examples of achievement.
8. Setting the changes in stone
a) Discuss the successes associated with change projects at every opportunity.
b) Make certain that the change gets embedded in the JLP's culture and pervades every aspect of the organisation.
c) Ensure that the existing corporate leaders as well as the new leaders continue to offer their support for the transformation.
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“Culture is the basic assumptions and values which are shared by guide and shape the individual and business behaviour in an organisation”. (Handy 2003) The characteristics of organisational culture could be ascertained via values, policies, processes, structure, ceremonies, rituals, leadership, and management styles. The management style at JLP has an impact on the company's culture. Employees (also known as partners) contribute to the formulation of the company's overall strategy. In such a culture, employees become attached to their management style and look forward to a long-term engagement with the firm.
However, organisational culture is subject to change due to the influence of internal and external factors like BREXIT, COVID-19, and the cost-of-living crisis. The change analysed in this report is about JLP surviving in the post COVID-19 economy.
JLP's executives are considering the cultures and practices required to rewire and then hardwire the new world of work because of the impact of change implementation. Change leaders must identify a new supportive and goal-aligned culture based on values and behaviours. To ensure the success of a transformation, designers of change must integrate strategic and cultural goals. Changing systems and procedures that were highly typical of the past have a significant symbolic value. Changing a culture necessitates recognising interventions that go beyond structures and processes, yet altering entrenched systems that are reflective of the previous culture. (CIPD 2015)
According to JLP BYA report (2020), CHANGE PROGRAMMES: JLP is using the insights gained from Partners' stories to refine their methods for implementing change within their staff. They are taking measures to raise awareness among People Managers, leaders, and Partners about the potential for bias during times of transition and are providing their Partners with the resources they need to recognise and measure the effects of their decisions about inclusion.
According to Sharon White CEO at JLP, the goal of the partnership is to share data, progress, and information on what is and is not working in a transparent manner. In addition, to be receptive to constructive input and to learn from others to modify the partnership strategy" (BYA Report 2020)
Few suggestions for adapting to the shifting organisational culture.
· Allow adequate time for adjusting.
· Be malleable.
· Employ a receptive attitude.
· Consider the favourable aspects.
· Develop “plan B”.


[bookmark: _Toc134820242]Conclusion 
J. Amis and R. Greenwood (2020) asserted that faced with the existential threat posed by the COVID-19 pandemic, practically all organisations have been compelled to initiate swift and extreme reform programmes. They concluded that in many instances, this has necessitated a considerable rethinking of how work should be carried out, and practically all organisations that survive will experience further significant shifts soon.
According to CIPD (2020) Report, as businesses recover from their first response to the COVID-19 pandemic, there has emerged an examination of how the pandemic has changed every day in the workplace. The impact of change includes: 
An expansion of remote working: pre-COVID-19 obstacles to remote work were mistrust, reluctance, and inadequate tools. Where appropriate, rapid transition to remote work occurred because of the COVID-19 pandemic. Long-term advantages include the possibility of better work-life balance for individuals; increased talent mobility as companies may, in theory, hire from anywhere; and less environmental impact from business travel. However, it also brings challenges, such as the need for improved management strategies.
Prioritize health and well-being: Priorities during COVID-19 were protecting people's health, safety, and well-being. The company has implemented new health and safety practices and policies. The importance of mental health has also been brought to light by the pandemic, and it will continue to be so.
Emphasis on culture, values, purpose: Values have been the driving force behind every COVID-related choice made by purpose-led, accountable organisations. Organizational culture is intimately tied to the adoption of new work practices, which necessitates more than just a shift in formal policies and procedures.
Discussion and openings for staff input: Leaders stressed the need for openness and cooperating with trade unions as means of employee engagement, given that the adoption of new methods of working necessitates compliance and a change in behaviour.
Increased teamwork and delegation of decision-making: Working through a crisis has necessitated external and internal collaboration of the highest importance. Numerous leaders stated how COVID-19 fostered increased internal collaboration, as well as the advantages of increased speed and mutual assistance. Rapid decision-making necessitates delegating authority to managers, which has been viewed favourably by even the most centralised organisations.
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CIPD (2015) research on implementing change recommendations:
Culture change requires sustained effort and investment, not a quick fix. 
Understand that layoffs and reorganisation are merely the start of cultural revolution and not the end. CEOs appreciate sequencing transformational change programmes. Restructuring and retrenchment (usually short-term financial-performance-based change) are different from transformation and should be phased in.
CEOs that change the narrative by leading by example are increasingly likely to succeed.
In transformational change, structures and control systems play a relatively limited role, compared to the enormous and significant expenditure required for softer interventions relating to communication (in many forms), education, training, and symbolic action.
Transformational change requires pushing strategies to the front line to transform organisational behaviour. If new strategies are to result in a shift in the way an organisation competes to maintain or regain competitive advantage, they must be pushed to the front line, to individuals in customer-facing roles. It was in this context that people learned more about the practical ramifications of corporate talk about fostering a more open and collaborative work environment. Even in the flatter hierarchies of contemporary organisations, there is a great distance and separation between the top and bottom. Therefore, the participation of people who know what it is they currently do daily is necessary for implementation, as they are the most competent of translating the rhetoric.
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