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System Contingency Model
The system contingency model is an approach that places more emphasis on aspects such as leadership, resources, and attaining customers' needs. It also views situations to be dynamic and needs changes as conditions differ (Zhang, 2017). The company in the scenario should recognize the importance of change and consider using the system contingency model. The company's management approach, the structure, and the lack of investing in technology and training of its employees should make the organization see the need for change. 
The system contingency model emphasizes the organization's leadership, and the company in the scenario has a leadership structure that does not involve employees in decision-making. For proper analysis of the market and customers' needs, the firm should recognize the importance of involving the workers in the decision-making process. Also, using the contingency model will make the firm identify the significance of investing in resources such as technology and training employees to become        
Learning and traditional organization
	The formulation and decision-making process differentiate a traditional and a learning organization. In a learning organization, idea formulation and decision-making are conducted based on all the employees' ideas and interests, unlike in a traditional firm where the top management makes the decision. In addition, in a learning organization, leaders encourage open communication, collaboration, and teamwork, leading to innovation compared to a traditional leader (Reese & Sidani, 2020). Finally, leaders ensure that the organization's vision is clear and rewards and punishment control and regulate workers. 
	The structure of a traditional organization is also different from that of a learning organization. There are various groups in a traditional organization, and each tends to perform its duties separately. The communication process of these organizations is, therefore, top to down based on ranks. In a learning communication, job rankings are not emphasized and the flexibility of the organization enhances communication and work performance. 
[bookmark: _GoBack]	Woolner argues that companies undergo five steps of forming, developing, maturity, adapting, and learning before becoming a learning organization. From these stages, the company in the scenario is at the second stage of growth. Although the company has increased, it is still in the developing stage as it has not invested in training and the development of employees (Bhaskar & Mishra, 2017). In addition, the company's innovation process is yet to occur while the technology being used is obsolete. 
Peter Senge recommends five system thinking disciplines, shared vision, team learning, mental models, and personal mastery that the company could use in becoming a learning organization. The element of system thinking argues that organizations have various features that should be integrated. For example, the company should incorporate technology, human resource functions such as training employees, and good management for better performance (Reese & Sidani, 2020). The discipline of shared vision involves having a clear goal and objective that every employee work towards achieving. For example, the company can envision upgrading the inventory management systems that the entire firm should work towards achieving. 
Senge element of team learning encourage teamwork and understanding the strength and weakness of employees. The company needs to invest in training its employees; it should consider understanding the interest of employees and the effects of introducing new concepts and technology (Reese, 2020). Mental models are the ideas and perceptions that influence the behavior and attitudes of people. Senge claims that an organization can eliminate negative mental models such as hierarchies and thus become a learning organization. The company in the scenario can also utilize the discipline of personal mastery by making sure employees are passionate, feel appreciated, and understand their roles in the firm. Such aspects make employees be committed and productive. 
Balogun and Hope-Hailey's Model
	The result and nature of change appropriate for changing the company into a learning organization are realignment and evolution. Evolution is a good nature of change as it advocates for the gradual transformation and might involve a culture shift. For example, the organization in question might consider transforming its culture that does not recognize employees in decision-making. Over time, employees might give their opinions concerning the need to invest in research and training that encourage innovation (Hobbs & Petit, 2017). The result of the nature of change would be realignment. The firm will be forced to realign its approaches and tactics to match the culture adopted. For example, empowering the employees might make the company consider realigning a bottom-up management approach. 
Steps of the action research model
	The action research model is a strategy used in identifying problems and finding ways of mitigating the risks. Identifying an issue, collecting data, analyzing data, and taking action can be used in the change process. The company for instance can identify a problem such as the use of obsolete inventory management system as an issue to initiate change (Khurram & Mann, 2018). The step of data collection will then involve understanding employees' views concerning the use of an antiquated inventory management system. Interviews and feedback can be used in gathering data from workers and the management of the organization. The firm will then analyze the data collected to recognize the different views of people in the organization. The last step of the action research model would be taking action, which involves proposing what needs to be done based on the data collected. Action taking process will recommend whether the organization should consider the type of change aimed.   
Innovation plans of transitioning
	The company's management could use the innovation strategies of cooperation and exploration in transitioning the company from a traditional to a learning organization. Exploration as an innovation strategy entails examining new approaches, ideas, and inexperienced business models. Exploration makes a company move out of its comfort zone, try new ideas, and gauge their applicability and effects on its success. The innovation strategy of exploration could be applied in the following ways.
	The management could explore the use of other advanced technology used in inventory management systems. The firm has increased its sale for the past year, and entering the global market would result in more clients. The management can transition by exploring advanced inventory management systems and identifying their advantages and drawbacks. The exploration process will result in a proper transitioning as various possibilities will be identified.  
Also, the management could slowly transition into a learning organization by trying out different management approaches used by other successful firms. A learning organization is flexible and accepts new concepts and ideas that might be helpful to the success of the firm (Khurram & Mann, 2018.  For instance, the management can explore different management approaches and try them out to find the suitable match that will increase employee morale while at the same time help in gaining competitiveness in the market. However, the company has used the top-down management approach in the scenario, reducing employee motivation. Therefore, it would be wise for the organization's management to consider exploring other management tactics, such as flat management that reduce hierarchy and bureaucracy.   
Application of Kotter-8 step model
	The company can apply the model proposed by Kotter in the scenario to have a change process using the following four steps. The steps include creating urgency, collaborating, develop a vision, and communicating the vision. The first that Kotter recommends is creating urgency, which makes the entire organization recognize that change is essential and will lead to the firm's success. For instance, employees can make the organization's leadership realize the problems of using antiquated inventory management systems. Understanding the problem will make the organization recognize the need to change the systems used for inventory. Also, the problems resulting from the top-down management approach can make the firm in the scenario see the need to transform its structure (Radwan, 2020). The next step would be coming up with a collaboration to recognize the objectives of the change. Change is a task that cannot be achieved individually. Therefore, the company should make sure the management and the employees collaborate in formulating approaches and tactics that would help effectively achieve change. 
After understanding the capabilities of every part involved in the change process, the company can then develop a vision. The vision created should be achievable and based on the objectives and goals of the company. For example, the company could find ways of training and empowering employees and then creating a vision with achievable goals. The last step would be communicating the vision to the entire organization. Communication will help the firm move in one direction, with everyone recognizing what is to be achieved and the overall goal. The firm can use meetings or technology tools to communicate the vision to employees and stakeholders involved. 


Application of the pillars of sustainable change  
The company could apply the pillars of sustainable change such as leadership, structure, culture, strategy, and system in sustaining the learning organization environment in the following ways. First, the pillar of leadership entails the management and the different departmental heads that formulate policies and make crucial decisions. The company, in this case, would apply the pillar of leadership in transforming its top-down management approach. Second, the leadership of the firm discourages employee's involvement in decision making which hinders their creativity. On the other hand, learning organizations encourage employee involvement in decision-making, and the pillar of leadership might help change the firm's culture Khurram & Mann, 2018). For instance, the firm's leadership should see the need to use a flat management approach that encourages employee participation to increase productivity. 
The pillar of the strategy involves the formulation of approaches and strategies that make the firm competitive and meet customers' needs. The company has expanded to a global market that has many customers who have different preferences. Therefore, the company can apply strategy to find appropriate ways of entering the international market. Also, the firm intends to train its employees and achieve that; there must be strategies in place. For example, the firm can strategize on coaching and mentoring as a training approach. 
Companies tend to have specific organizational cultures that help in shaping employees' behavior, attitude, and codes of conduct. Based on the top-down management approach, the company's culture creates an environment for the employees where they do not feel their presence in the firm. To sustainably become a learning organization, it can encourage a positive culture that develops a favorable environment for its employees (Direction, 2020). The firm can encourage a supportive culture that empowers employees in decision-making. Also, training and innovation can be encouraged through having a culture that supports and recognize the importance of achieving work productivity through training programs.   
The company can apply the aspect of the system is becoming a learning organization by considering the tools and technology used (Radwan, 2020). The company in the scenario has entered the global market, yet the systems and software used in inventory management are outdated. Therefore, the firm should invest in technology and improve its inventory management systems that increase workers' morale and compete with rival firms. 
Also, the firm's structure could be considered to sustain the firm into becoming a learning organization. The company structure in the scenario is hierarchical, which discourages collaboration, creates communication barriers, and makes leaders dictators. The firm can consider having a flexible structure where communication is encouraged, and teamwork is fostered by developing approaches that recognize the needs interest of all workers. 
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