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Organizational Change
Organizational change can be a complicated process. However, in the business world, be it planned or not, change is inevitable. In ordinary circumstances, expected change can be hard enough to deal with, but leading forced change management for any organization can be harder. Depending on the working environment of one's magnitude, one might feel that they are not prepared in managing such a dynamic. While a lot of organizations have an organizational change management program, focusing one's contingency business continuity and plan practices around employees will aid in navigating to this new culture of working as well as keeping the productivity up (Lewis & Sahay, 2019). The Covid-19 pandemic has led to extraordinary demands on the organization's leadership. The rising numbers have caused fear on employees as well as stakeholders. The massive outbreak and how unpredictable it has been having made it more challenging for organizational leaders to give a response. The outbreak has the signs of a worldwide crisis that has occurred as a result of an unexpected series of events at a very overwhelming speed. Recognizing that an organization goes through a crisis is what a leader must first do. The step is complicated, primarily when the crisis does not just occur suddenly but takes time to grow out of ordinary circumstances. SARS outbreak is such an example and now the Coronavirus. Seeing what might become of a slowly developing crisis needs leaders of organizations to go beyond the bias of normalcy that can make them either underestimate the possibility of the crisis as well as its effect. This paper will highlight how organizations can best respond to what takes place next.
When leaders detect a crisis like this, they can begin to come up with a response. However, they cannot give an answer as to how they would do in a routine emergency; that is the plans that had been set up in advance. In even a crisis, that is ruled by uncertainty. There is a need for effective responses. They might include a wide range of actions and not just moves for temporary measures like policies on working from home but also fixations to business practices that are ongoing, including the adoption of new gadgets to assist in collaboration. This can be of benefit in maintenance long after the crisis is over. Leaders do not need a response that is predefined during a crisis but mindsets and behaviors that will make sure they don’t overreact on the developments of the previous day and aid them in forging ahead. As much as safety and the workers affected by COVID-19 well-being is the first priority, organizations will also try other essentials, including stakeholder communication and management of incidences. How the business will verify the information coming in regarding the virus, what information is essential as well as the gaps that should be filled. In case the crisis continues, will it be a health risk for the employees as well as the financial risk to be organization. And, if it is contained in a brief period of time, will it leave a number of tough decisions for the organization to manage. Responding to COVID-19, organizations are making changes quickly. While some are adapting plans that were already in existence in handling the pandemic, others are now beginning from scratch (Williams et al.,2017).
Organizing In Response to A Crisis
In the event of a crisis, there needs to be a relinquishment of the belief that a hierarchical response will give rise to stability. During routine emergencies, the typical organization can lean on its control and command structure in managing operations well through carrying out a response that is scripted. Withal, when it comes to crises caused by uncertainty, leaders go through challenges that are unfamiliar and not well understood. An organization's small group of executives can not gather data or come up with decisions quickly as an adequate response. Leaders can well mobilize the organizations through setting comprehensible priorities in the response and sanctioning others in the discovery and implementation of solutions that work for those precedences. In promoting a huge problem soling and execute it under high-pressure, leaders can arrange a team of networks. Even though the interface of teams is a well-known formulation, it is worth trying because it is just a few organizations that have had the experience of implementing one. The teams include highly adaptable groups that are linked by a frequent basis and work together just the same way as to how individuals on a single squad do (Christensen et al.,2016).
Parts of the network go after actions that occur outside regular business operations. The other part comes up with the implications of the crisis for business activities routine and makes changes, including assisting the employees in adapting to the new working formalities. In a lot of cases, the team will comprise of workforce protection, customer engagement, stabilization of supply chain as well as financial stress testing. Despite their functionality, successful teams show several qualities. They go through shows crises ave a certain degree of complexity, which makes it essential in engaging experts from different departments. They are meant to act. Just gathering expert ideas is not enough; they should collect information, come up with solutions, practice, and rectify them as they go. Organizations should enable collaboration and transparency across the networks of teams. This can be achieved through the distribution of authority and the sharing of information. The organization can also promote psychological safety to allow people to discuss ideas, concerns, and questions without repercussions fear. This will enable the network of teams to be lucid of the situation and how to manage it (Vincent et al., 2019).
Leaders Elevation in a Crisis
Senior executives, just like any organization, should be prepared to shift some responsibilities temporarily from their hierarchy of command and control to a network of teams. They also should empower other people in directing a lot of the organization's crisis response aspects. This includes giving then the authority to come up and implement decisions without seeking approval. A senior executive's vital role is to quickly come up with a decision-making plan, in order to make clear the accountability and decisions that are made by applicable people at different levels (Koven,2016). The leaders must also ensure that it is the right people that are being empowered in making crisis decisions among the network of teams. Because the decision-makers might quite likely make mistakes, they should be able to quickly learn and come up with corrections without undermining the organization. At a crisis start, senior leaders of an organization will have to select decision-makers in directing the crisis response. These leaders should be able to unify teams on a single purpose and give them the questions to be investigated. Notably, the best leaders will show some qualities, including deliberate calmness, which is quite often found in well-grounded individuals that are humble but not helpless. If leaders show excessive confidence early in a crisis, they can quickly lose credibility despite distinct difficult situations. It is more productive for leaders to showcase confidence that there will be a way through a tough job for the organization but also portray that they acknowledge the uncertainty of the crisis and have started to battle with it by gathering more information. After the crisis is over, then optimism will be more advantageous. 
Decision Making in the Midst of Uncertainty
Being reluctant until there is an emergence of a full set of facts to determine what should be done is one of the common mistakes that organizational leaders make in the event of crises. The fact that a crisis involves a lot of unknown surprises, there may not be enough particulars within the time frame of making the necessary decisions. Still, leaders should not fall back in just the use of intuition. They can well manage with uncertainty by continuing to collect data as the crisis divaricate and observe how best their responses work. Practically, this refers to the frequent pausing of the crisis management, evaluating the situation from a number of perspectives, and apprehending what might come next and then take the initiative. This cycle should keep going, for it assists the leaders in maintaining the state of calmness and avoiding an overreaction on the new information as it is received. Even though there might be the need for immediate action during some moments in the crisis, with no evaluation time or apprehension, leaders will have to find instances where they stop and think well before making further decisions. When leaders make choices on what to do, they must act with determination. Decisiveness that is visible not only builds the confidence of the organization's leaders but also inspires the network of teams in enduring its search for answers to the challenges facing the organization (Matz et al.,2017).
Empathy Demonstration
In the event of any crisis, the minds of people always switch to their survival. The questions on who will take care of them or their families should it affect them. Organizational leaders are not supposed to assign legal staff or communications in addressing the questions. It is more critical for a leader to take charge of there role during a crisis, and that is making a positive change in the lives of people.  By doing so, a leader is required to accept the personal as well as professional challenges that their employees and their families are experiencing in that crisis. COVID-19 had by a quarter of the year 2020 brought a lot of tragedy by claiming a lot of lives. The pandemic also provoked the effects of second-order effects. Most governments ordained the travel bans and requirements of quarantine, which were essential in the safeguarding of public health but also prevented people from helping their relatives and friends as well as seeking comfort in places of worship. Working parents were put on strain y the closure of schools in many parts of the world. Because each crisis will have an effect on people in a number of ways, leaders need to pay close attention to how these people are struggling and come up with similar initiatives for their support (Crijns et al., 2017). 
Leaders should not only show empathy but be open to empathy from other people as well while remaining diligent in their well-being. As fatigue, uncertainty, and stress come up in a crisis, leaders might realize that their capability of processing information, remaining level headed as well as exercising good judgment is diminishing. They will be in a better position of countering functional declines if they motivate others to express concerns and take note of the warnings given. An investment of time in their well-being will allow the leaders to carry on their effectiveness over the period that a crisis can call for.
Effective Communication
Organizations crisis communication quite often goes the wrong way. Leaders will take a tone that is overconfident during the early stages of a crisis, thus raising the suspicions of the stakeholders on what they know and what they don't in handling the situation. Authoritative figures are also susceptible to suspending announcements for long periods as they wait for more details to come up and making decisions. However, neither of the approaches is reassuring. A leader's first job in a crisis is supposed to be transparency. They should be clear on what they want they know and what they don't as well as what they are doing in order to learn more. This assists in reassuring stakeholders that they are challenging the situation. Leaders should ensure that they take special care in seeing that they have addressed each concern, interests, and questions of the audience. Members of the crisis response team speaking on what they are doing can be exceptionally useful. Notably, even after the crisis has passed, communication should not stop. By offering a realistic and positive outlook, the employees, as well as other stakeholders, can be an inspiration for their support on the organization's recovery (Ulmer et al.,2017).
TBL (triple bottom line)
Previously, most organizations' energy, resources, and time have been focused on their bottom lines that are securing for their shareholders the best financial performance Withal, as times keep changing. How consumers and employees today are socially conscious as well as being engaged, they are looking to working for organizations and support businesses that make money while contributing positively to society. They hold the business responsible for their choices and the effect that the decisions have on both the local and global extent. Through focusing on the overall investment results, profits, the planet, and people, the triple bottom line is a marker that is valuable on how good an organization is achieving its goals of sustainability. Even though it is an accounting and reporting tool, it is also a way of thinking about the future of the next-generation solutions of the market (Tate et al.,2018).
On its own, a triple bottom line is just a reporting tool, so it is not going to protect the environment. Although, it can drive change for both people and the planet benefit when an organization makes a choice in adopting a model that is socially responsible. Managing an organization on a triple bottom line approach is a great idea for if the employees, suppliers, customers, and the communities are looked after, then an organization is less likely to have low employee turnover, fewer disputes, more god will, and a lot of return clients. If the planet is taken care of, then the organization is likely to use fewer resources, which will save money and cause less pollution, which can reduce problems. Notably, the triple bottom line can also improve the organization's financial performance, increase sales, boost productivity, and reduce the costs of operation. The best way an organization can apply the triple bottom line is getting the whole team on board. This can be achieved by providing volunteer opportunities for employees on a time that is paid by the company for what they support or what is reflected by the company values. A review of the employees' policies and benefits, that is, the flexibility, salary, time off as well as health insurance, an organization can determine how well it treats its workforce. An assessment of whether there are any areas where there can be a reduction in consumption and making green initiatives can be done. A triple bottom line needs to be part of the culture and values of an organization for it to be successful. 
Financial Bottom Line Management
Over the last century, active management has been interchangeable with management that is financially successful. This is true, especially when it comes to business managers, for their effectiveness is measured majorly by economic terms. This strategy of management is based on the idea that the well-being of society is enhanced when organizations use entirely the creation of financial wealth that takes place through managers using to full capacity organizational wealth while assuming that people go after their own economic self-interests. Notably, when an individual maximizes the well-being of their finances, they will also maximize the financial well-being of the society. Not only is it practical, but the FBL management is also suitable for it is ethical in line with consequential utilitarianism. An organization becomes rightly ordered when its systems and structures are organized in a manner that maximizes the happiness of everyone. This is because different people will have a different perspective on what brings happiness and satisfaction. This management strategy has been valued highly all because of being associated with the creation of extraordinary financial wealth. However, the approach is also facing criticism for overlooking both the social and ecological well-being (Singh,2018 & Roger 2016). 
Social and Ecological Thought
This management strategy recognizes the necessity of financial capability. Still, it also encourages leaders to work on the improvement of the well being of both social and ecological thought when it does not maximize the well-being of the organization financially. This is to mean that the SET approach familiarizes with the fact that the management requires a collection of factors that are more than just maximizing the bottom line of finance and that it is set on social and ecological environments that are larger. The SET allows the manager to e ready in facing the socio-ecological issues that humans face. Unlike FBL and TBL, SET management is more process-oriented. However, this strategy is considered less effective as compared to the other two in regards to the maximization of a firm's well-being.  But if there is an agreement that the TBL and FBL approaches are not viable in the long run, then the SET management strategy could be deemed more effective economically as compared to the other two methods. This is so because, the principles linked to the SET management have been there for a long time in humankind's history and the influence of this management strategy can be anticipated to grow in future especially now that people are now becoming more aware of the FBL and TBL management critiques and shortcomings (Sayles et al.,2017).
[bookmark: _GoBack]Conclusion
The COVID-19 pandemic has put leaders of organizations and companies in each and every sector across the globe to test. Its repercussions might go for long and set forth more significant difficulties than is anticipated by anyone. This prolonged uncertainty is the more reason for leaders to adopt the practices mentioned above. They should consider what will happen even tomorrow, not just today. This may include allocating resources that are dedicated to that are not held up from the daily pressures of handling a crisis. The longe-term resulting perspective can assist organizations emergence from the crisis more substantial than they were before. The response period for a crisis is quite often measured in months as recovery is estimated in years. It is now the time to run the scene in creating a crisis-skeptical plan that is fit for any organization.  By doing so, they can assist in establishing or reinforcing behaviors and merit that can stand up for their organizations in this crisis no matter how long it continues and warm them up well for the next extensive problem.
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