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[bookmark: _GoBack]Need for change
The company in the scenario needs change and should use the system contingency model. Contingency theory argues that situations and circumstances change, making organizational designs and decisions inappropriate for every situation. The model, therefore, believes that firms should adapt to the changing situations, and it will bring about organizational change. The company uses the top-down approach to management, where top managers make decisions and strategies. The needs and voices of employees are not heard, and this reduces their participation in decision-making. Zhang (2017) argues that the contingency model encourages collaborative and consultative leadership style. The firm in the scenario has a hierarchy type of leadership that fosters dictatorship. The features of hierarchical leadership, such as centralizing power and creating communication barriers, can deter change. Hierarchical firms hinder creativity and productivity, and to achieve these aspects, change can be promoted using the collaborative and consultative leadership advocated by the contingency theory. The firm has expanded its business, and to deal with competition and customer demand, it should see the need to use a collaborative leadership style. Bucăţa and Rizescu (2017) argue that a collaborative approach to leadership involves employees in decision-making and communicating to them the organizational changes. Such a kind of change would be vital to the firm as everyone will understand its objectives and direction. The company can also change and use a consultative approach where employees are consulted in their proficiency areas before making organizational adjustments.
Zhang (2017) further claims that the System contingency model is dynamic and might help the firm achieve change. Having expanded its business internationally, the firm should see the importance of replacing top-down management with bottom-up management. A company operating in an international coverage is exposed to diverse challenges such as coping with consumer expectations. The bottom-up style will engage employees leading to their better management, performance, and productivity. The model to change will also make the firm delegate duties best of the strength of employees.
Organizational difference
Several features differentiate learning and a traditional organization. The top leaders do decision-making in a traditional organization, and the employees might not be involved. In a learning organization, the formulation of policies and decision-making involves both the employees and leaders. In traditional organizations, the direction to be taken is determined by top leadership, unlike learning organizations where the direction is determined through consultation from different departments. Conflict resolution is also another aspect that differs between traditional and learning firms. In learning organizations, conflict is resolved through a collaborative approach that listens to the conflicting parties' views and opinions. In traditional firms, power influence is used when solving conflict. Owlgen (2021) claim that the leader of a traditional organization set policies, reward and punish employees but a leader in learning organizations, motivate, lead and involve workers to achieve the firm's goals.
Learning organizations have improved techniques that are used to evaluate the performance of employees. The subordinate staff, co-workers, and managers help in the evaluation of performance. The performance evaluation approach in a learning organization is accurate and can be used to understand employees' personality traits and assign tasks. Sharma and Sharma (2017) claim that performance evaluation in a traditional organization is different as it is the manager's sole duty. Therefore, the manager can provide a biased evaluation caused by their perception and stereotypes. Also, the communication process in a learning organization is enhanced and is frequent, unlike in traditional firms where communication is from top-to-bottom.
The firm is in the second stage of the Woolner 5-stage model. The organization is at the developing organization stage, as it has not devoted itself to training the employees. The firm has not developed a training approach for the workers regarding system expertise and employee resilience. Peter Senge proposes five disciplines that traditional organizations can adapt to become a learning organization. The disciplines include building a common vision, system thinking, mental models, team learning, and personal mastery. The firm in the scenario would use these five self-controls to becoming a learning organization. A common vision is achieved by fostering interaction between employees which then results in a common vision. A firm that has a common vision moves in the same direction. System thinking is an aspect that focuses on the entire firm rather than individual aspects. Williams, Kennedy, Philipp, and Whiteman (2017) claim that organizational leaders need to focus on system thinking to reflect all the workers' needs instead of individual thinking. Mental models involve understanding the firm's values and the need to employ new models whenever necessary. The organization can use model thinking to initiate new approaches that deal with competition and other market challenges. A firm becomes a learning organization through team learning. Bui (2020) claim that oobjectives and strategies of a firm should be executed as a team by understanding all the employees' strengths and weaknesses. Personal mastery entails all the employees understanding the goals to be achieved, considering the reality of situations, and a shared vision.
Result and nature of change
Balogun and Hope Hailey identified the types of change that can transform a traditional firm into a learning firm. Balogun and Hope classified the change as evolution, adaptation, revolution, and reconstruction. Evolution is a type of change introduced gradually, and it takes to take to recognize the change fully. Adaptation involves introducing change that matches the culture of the firm. On the other hand, revolution entails a simultaneous change that can affect the culture and strategy of a firm. Reconstruction changes are rapid but do not necessarily change the culture of the organization. The nature of change can be a big bang or incremental. The incremental nature of change is developed on beliefs, improving skills, and introducing beliefs that lead to employee productivity. Big bag, on the other hand, approach to change is only introduced to fit specific situations. Evolution and revolution types of change result from realignment as adjustments are made to fit the firm's cultures. Adaptation and reconstruction change has the result of transformation (Vlasenko, 2019).
The change that is appropriate for the company in the case and can be used to transform it into a learning organization is evolution. Evolution as a type of change would be appropriate for the company as it introduces change over type as it gives the firm a chance to adjust to the changing environment. The change will be realignment as the firm will be required to replace the old approach and even culture with the new approaches. The top-down management can be replaced with bottom-up management, which recognizes employees and views them as part of the organization. The nature of change for the firm will be incremental as it intends to change the discouraging beliefs and encourage workers to be productive.
Action research model
The action research model is a technique used to devise change through problem-solving. The company can use the four steps as their action research model: identify a focus, gather data, examine the information collected, and take action. Selecting a focus involves identifying a problem and propose on what can be done. In this case, the company has two problems: the failure to involve the employees in decision-making and the failure to invest in technology. Therefore, the company should select a focus, for example, changing the top-down management approach, which does not involve employees. After identifying the problem, the company can start collecting data concerning the selected issues. For instance, the company should examine how the management system used affects employees' performance and customers. The company can gather information from employees through questionnaires and interviews. The views of workers concerning the top-down management techniques should then be noted as well as their suggestions.  
The next step will be analysing the data collected. The process of data examining should be done by expertise and should be objective to have sincere results. Examining the information gathered helps identify the problems the organization experience. The results obtained will help in formulating the objectives and strategies to be used during change. The employees of the company in the scenario are not motivated and involved in decision-making. Analysing the data collected helps understand such aspects, leading to the final stage of taking action. The action-taking stage will initiate the change process, and this will help the company transition from a tradition to a learning organization. The firm can inform the employees of the changes process and the steps to be taken. It is also during this step where the objectives to be achieved are stated.
Innovation strategies
The company's innovation strategies could use to transition the firm into a learning organization are investing in technology and increasing employee participation. Shaari (2019) claims that for a firm to become a learning organization, it should invest in its technology. Investing in technology helps to create a competitive advantage over other firms by increasing work efficiency and workers' productivity. Having an international outlook requires advanced technology that improves customer satisfaction and makes the interaction between the organization and suppliers convenient. New technology will as well boost the morale of workers and help in achieving a learning organization. Panibratov (2017) posits that the type of technology a firm uses determines the morale of employees. The management should update inventory systems to cope with those of their competitors and improve the company's morality in the scenario. The morale of workers will improve, and this will make them innovative and contribute to problem-solving. Investing in technology will make the company flexible in responding to the changing needs of customers and the market. Technology must be incorporated in the strategy of the firm as it streamlines social networking.
Kotter's 8-step model
Kotter's model, which involves steps such as generating urgency, developing a vision of change, communicating the vision, and eliminating obstacles, can be used to implement change in the company of the scenario in the following ways. The firm should have a vision for change and inform the employees through effective communication. The company in question should have the vision of training the employees to inspire innovation. For the vision to be effective, the firm should communicate its vision frequently and include it in the short- and long-term goals. Communicating the vision will help examine the workers' concerns and identify the elements that need to be addressed while implementing change. Communicating the vision also helps to stick the need for change in everyone's mind, and thus they get prepared for change (Mindtools.com. 2021). 
Generating urgency is a step that could be used in the change process of the firm. It involves making the organization recognize the importance of introducing change. For instance, in the company scenario, the employees or leaders need to be informed that inventory management systems are antiquated and that stock-taking has become a challenge. Through creating urgency, the company will be able to spot the threats, examine opportunities, and then recognize the need to implement change. After the company is done with the three steps, it will then be required to eliminate obstacles to make the change process effective. Once the organization is aware of the change process, barriers, either internal or external, should be mitigated to realize the objectives. Kotter's use of the four steps can be used to initiate the change process in the company in an approach that involves all the workers and in a friendly manner. 
The pillars of sustainable change
The pillars of sustainable change include; leadership, system, culture, strategy, and structure. These pillars of sustainable change can be applied to sustain learning organizations in the following ways. Leadership is an essential aspect as leaders are to provide directions to achieve a sustainable change. Leaders formulate approaches for achieving a change while employees are to follow the directions given. The company can use its leadership to achieve organizational change. Leaders also have the responsibility of coaching employees, forming strong teams, and aligning everyone to accept change. For change to be sustainable, the systems should be in line with the new technology. The new systems will help in decision-making and work flexibility. The company in the scenario, for instance, has outdated software systems of inventory. To become a learning organization, the firm should incorporate advanced technology in their working systems that drive work flexibility.  
The culture of an organization helps in realizing sustainable change. A culture that promotes open communication, innovation, teamwork, and diversity aid in promoting a learning organization climate. The firm in the case study has a culture that hinders innovation and open communication. The firm's learning organization climate could be sustained by building a culture that values employees and inspires them to participate in decision-making. The firm can also develop a culture that promotes open communication to help all the employees realize their expectations and targets. The structure of a firm is also a pillar of achieving sustainable change. Organizational structure should accommodate change; for instance, a flat structure helps sustain learning rather than a hierarchical structure. The company should implement an open structure to boost interpersonal communication and sharing of ideas that can help in problem-solving. The strategy of a firm will direct the type of change to be achieved. For instance, the strategy can be inclined towards customers or to achieving an upper hand in market competition. To sustain market competition, the firm should advance its technology and train the employees on modern techniques to be effective and innovative.    
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