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Summary
Reviving the world back to normalcy after the Covid-19 pandemic will require more than just economic resuscitation. Besides crippling the economy of various countries, the pandemic also resulted in the temporary closure of several organizations and as such this is poist to have an impact on people’s psychology as far as quickly getting back to work mode is concerned. As such, there has been the need for organizations to institute changes that will enable workers to return to working effectively and efficiently. But in as much as that is the case, there are factors that might enable or hinder the implementation of these changes. Some of these factors include:
· Commitment of the senior management to the change
· The perception of the workers on planning and implementing the change
· Line management style and skills
· Clarity of direction (Gleeson, 2020).
Models and frameworks that can be used to guide the implementation of these changes include:
·  Lewin’s change management model- Commonly used model since it splits the change process into three stages thereby enabling the effective handling of the problems that may arise during the implementation of the changes. 
· Self-Determination Theory (SDT) - It is a macro theory of motivational level of personality and individual. The theory discusses the integral growth of tendencies and the psychological needs that are inherent. 
Methods of evaluating the change include:
· Measuring what has changed
· Measuring the implementation
· Measuring the behavioral changes and the overall outcomes of the organization. 
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[bookmark: _Toc40166087]Executive Summary
Reviving the world back to normalcy after the Covid-19 pandemic will require more than just economic resuscitation. Besides crippling the economy of various countries, the pandemic also resulted in the temporary closure of several organizations, and as such, this is poist to have an impact on people’s psychology as far as quickly getting back to work mode is concerned. As such, there has been the need for organizations to institute changes that that will enable workers to return to working effectively and efficiently. Several things determine the well-being of an employee in an organization. Effective communication is one such thing, and it had been missing in several organizations. For anything to be done, communication is usually required; the absence of it means nothing will be done. Effective communication in the organization is paramount due to its impact on success. Institutionalizing communication changes in an organization usually requires the utilization of various models of change. A model such as the Lewin’s change model is usually effective in providing an avenue for perfect implementation of change in an organization. There is also the self-determination theory that also seeks to capture the well-being of an employee during the implementation of the change. These changes can be best evaluated based on the four variables of measuring change outcomes.  
 


[bookmark: _Toc40166088]1.0 Introduction  
Today, the confirmed cases of COVID-19 is estimated to be 4 million globally. Businesses have had to cope with lost revenue and disrupted supply chains as a result of factory shutdown and the quarantine measures that have been effected across the world (WEF, 2020). Unemployment is at its peak with various governments trying the much that they can in implementing fiscal and monetary measures that are aimed at alleviating financial burden on citizens. Besides that, these measures have also been aimed at making sure that the economies do not slide deeply. Already, economic analysts have warned that many economies in Asia would, for the first time in 60 years’ experience no growth. The same predicament has also befallen Europe, whereby it has been said that it should brace itself for the economic recession in history. It is clear that the pandemic is continuing wreak havoc in the world, and a lot of concern for many countries and the international institutions has been on the economy. Little concern has been given as to how people will be absorbed back in their working places after the pandemic is over. Reporting back to work once the pandemic is over maybe an easy thing to say, but getting down to working effectively as it was before the pandemic will need more than just a directive (Nicola & Zaid, 2020). There will be a need for organizations to institute programs that will help with the gradual engagement of the employees.
[bookmark: _Toc40166089]1.1 Objectives
It would seem a little bit insensitive and inhuman for an organization to resume its normal operations without attempting to address the challenges that its employees might have passed through during the pandemic.  Waiting to find about this later after the organization has resumed its operations may be too late. There is the need for the organization to address any issue that might create discordance among the employees at a later date. Therefore, implementing programs that are aimed at improving the well-being of the employees will be vital in making sure that the employees receive the needed psychological attention while at work, at least for the next twelve months.
[bookmark: _Toc40166090]2.0 Stakeholder Engagement
The implementation of this plan will require the participation of every member of the organization. Such a move will be important in quelling any form of suspicion that may arise from a section of employees who might start wondering why it is only them that are involved in the program. It is important to recognize in the early stages of this plan that it is being done for the benefit of the organization, and thus, getting everyone to agree with it will be a good move. In as much as the director might have given the green light for the implementation of this program, getting the support of the organization’s management who are the stakeholders will be important. Therefore, approaching them and explaining to them the benefits of the program and getting them to engage will be essential in the realization of the plan’s objective.





[bookmark: _Toc40166091]3.0 Leadership Approach and Framework for Change
The success of this plan is vital for the resuscitation of the organization after the Covid-19 pandemic. Thus, there will be the need to swiftly implement the approaches and frameworks that will help the employees to gradually develop the urge to be committed to working for the organization.
[bookmark: _Toc40166092]3.1 Laissez-faire Approach
Among the four approaches of leadership, the Laissez-faire approach perfectly fits the program’s objective. The approach supports the freedom of the employees in the organization, and as such, this goes a long way in building an effective relationship between the management and the employees. The approach gives the employees a sense of ownership of the organization and makes them acknowledge that it is there mandate to make the organization prosper (Cardy, 2018). As such, there is usually no need for them to be followed to work; the instructions given by the leader is enough to make them do their work diligently and with minimum supervision.
[bookmark: _Toc40166093]3.2 Change Models/Frameworks
The world continues to evolve, and with this evolution, there are a lot of changes that are witnessed and requires humans to act upon them. In business world, many have always adopted a change to help them stay relevant in the market. Some organizations have instituted changes that are aimed at making the employees have a good perception of the organization. Several change management models/frameworks are best suited for any change that one might be wanting to institute in the organization.
[bookmark: _Toc40166094]3.3 Lewin’s change management model
The model involves three stages; the unfreeze stage, make changes stage, and the refreeze stage. The unfreeze stage is focused on the need as to why the change is necessary. The stage involves the analysis of every step and human interaction for potential improvements. There are no limits on how deep one can go to unearth certain issues. The thorough analysis helps in the elimination of any existing bias and any mistakes that are commonly accepted, thereby giving one the perspective that is needed to change the cause of a problem. The stage also incorporates employee’s perception of the upcoming change and their natural resistance to it (Hussain & Tayyaba, 2018). It acknowledges the fact that forceful changes only breed resentfulness, and that is not healthy for any organization. Letting the employees know what is wrong with the current process, why the change is vital, and the benefits that they stand is important.
The next stage is the make your changes stage that involves the implementation of the changes and guiding the people as they adapt. Vital aspects at this stage include communication, support, and education. They are vital in the sense that they limit any difficulties that might be experienced during the transition and address any problem as soon as they arise. The stages require extra-education or training for implementation if there need be and then ensuring that there is adequate support on the topic and maintaining constant communication.
The last stage is the refreezing stage, whereby once the change has been deployed, measured, and tweaked based on the response, and the refreezing of the new status quos actualized. The stage is essential in making sure that old habits do not resurface again (Lewin, 2012). As such, emphasis on regular reviewing is usually there to make sure that the new methods are being followed and rewards given to those committed to upholding the change. Beyond this stage, any documented processes to be introduced, need to be checked and updated; the updates then need to be upheld until the changes have become a habit.
One of the advantages associated with working with the model is that it is vital when a drastic change is needed in the organization. Besides that, the model is perfect in the uncovering of hidden that might have been taken for granted. Concerning disadvantage, the model can be slightly difficult and time-consuming to enact due to the scale of the unfreezing process. Nevertheless, the model very much resonates with the objective of the plan, and therefore its effectiveness will depend on how well it shall be utilized.
[bookmark: _Toc40166095]3.4 Self-Determination Theory (SDT)
The SDT is a theory that focuses on discussing people’s integral growth tendencies, and there inherent psychological needs concerning self-motivation and self-determination (Deci & Ryan, 2017). The theory does encompass associate theories that are bound on explaining human behavior based on explaining the different types of motivation that an individual may involve in for a particular task. The theory is good in predicting the perceptions of an employee to their superiors through forecasting on the satisfaction of their intrinsic needs for autonomy, relatedness, and competence (Krishantha, 2018). As such, this model will help in unearthing the employees’ perception of the management and the organization following the break that was necessitated by the outbreak Covid-19. The fact that it focuses on the psychological well-being of the employees is very much rewarding to the plan.  
[bookmark: _Toc40166096]4.0 Strategies
Having a good strategy on how a certain task will be executed is usually vital. As far as this program is concerned, the organization’s leadership will be the first area of focus. Before the implementation of the program, it is essential that there be a laid out infrastructure to ensure smooth implementation. The existing chain of commands should be able to bring about freedom. Thus, with freedom, it will be easier to utilize Lewin’s model of change in finding out why the employees are not so engaged in their jobs. At the same time, I will also be in a better position of using SDT to know the employee's perception of the management based on their reaction to the plan. 
[bookmark: _Toc40166097]5.0 Problem Diagnosis
The Covid-19 pandemic has an impact on the way people used to do work. The many measures that have been taken to curb its spread has left many in the organization feeling anxious and stressed.  As such, it has led to many disengaging themselves from the organization while others have taken sick leave, as indicated in the human resource report. This indicates that the employees are tired based on the fact that they are not sure if the organization will retain them due to economic hardship caused by the pandemic.
[bookmark: _Toc40166098]5.1 Appropriate change and evaluation
In as much as job security might be the real issue that has seen employees’ disengagement from the organization, failure by the management to communicate appropriately has also caused the problem. The employees have been left speculating about what might happen in light of the recent developments. As such, the appropriate change needed for this situation is the change in the manner in which the management communicates to the employees. Perfect communication in the organization equals to engaging employees who are more than happy to work for the organization.
[bookmark: _Toc40166099]5.2 Evaluation 
The effectiveness of the implemented change will be evaluated using the four variables of organization change measurement. The first variable will measure the impact that the change has brought in the organization. The second variable will be involved with measuring implementation based on how completely the change was implemented. The third variable will be focused on measuring the behavioral changes of the employees as a result of the change. The fourth variable will measure the overall outcomes that the organization have been witnessed in the organization.
[bookmark: _Toc40166100]Timeline
12months
[bookmark: _Toc40166101]6.0 CONCLUSION
Everyone across the world is hurting as a result of the Covid-19 pandemic. The pandemic has caused a lot of economic uncertainties that have, in turn, had an impact in the way organizations operate. There are those organizations that have found it difficult to face their employees and tell them about the organization’s status and their employment status. As such, many have been left wondering in their sorry state, not knowing what to do next. But in as much as the pandemic is to be blamed for the many confusion, it is morally wrong and ethically incorrect for organizations not to communicate effectively to the employees. Effective communication is vital for an organization’s success. Thus, organizations that lack perfect communication mechanisms need to consider implementing changes that will ensure effective communication using models such as Lewin’s change model or SDT.  
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