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Introduction
	The ambiguity global economic increment changes in association with the governmental policies impacts as well as the consumer interests trigger the necessary organizational change in business strategies. In some cases, the whole or the organizational process may encounter the change impacts. Giving example, customer preferences change can possibly lead to alteration of the organizational processes which emerge daunting whenever there is no effective organizational strategy for such a change. The failures of the change managers to fully understand the change process may spoil the organizational change processes. Therefore, an effective change management in an organization requires a clear understanding of the crucial aspects that involve critical success factors, models, and the change process. Various intellectual elements have been acknowledged following their assistance to the organization change managers hence the implementation of a thriving change process is achieved.
Critical Success Factors
Common Vision
	The implementation of a change process focuses on the achievement of a particular desired situation. For instance, a change process may be enforced following a given percentage targeted to elevate the products quality. Through a common vision revelation of greater commitment and efficient incorporation through teamwork is achievable for the organizational employees. The vision shows the direction an organization is heading for its future achievements. Again, it is an inspirational factor to the organization's employees. A clear vision forms a well-defined future which acts as a prerequisite the process of change management (Meyer, Cross, and Byrne, 2016). More essentially, with clear vision, the organizational change process is effectively implemented in accordance with the anticipated work-frame of the vision. As there is uncertainty chaos creation bound to many change processes in the organization's employees, a precise vision assists in employees guidance hence possibilities of change processes failure been prevented. Therefore, as a result, many corporate organizations emerged with failures associated with management of change processes only owing absence or the unclear vision to guide the change processes.
Communication
	Among the factors that contribute to the rise of change in an organization comprises of the technological changes, customer reviews, and the employees' dissatisfaction. An effective communication is a necessity following the organization managers identification of the need for a change. Resistance to change initiatives is often through the managers' simple response following dissatisfaction and execution of the change initiatives. The employees' reluctant feeling to surrender their comfort areas initiates resistance to the change process. Despite that, effective communication can be implemented to overcome the resistance aspect. The head of departments and the top management needs communication for the change process through the organization managers (Kotter, 2009). Effectively, this permits every of the organization employee to get a clear acknowledgment of the need for the change processes. A tying communication process to the change is necessary for the improvement of the organization performance thus the top management and the employees perceive the need regarding the change process (Ketil Arnulf, 2012). The aspect enhances the sense of unity through which the organization workers need not to perceive the innovative process like management strategy, but feel as they are a fraction of the organizational change process. In addition, the change communication points out doubts and therefore compels the organization's workforce to attain the change initiatives.
Stakeholder Alignment
	The existence of organizations is driven by its stakeholders and shareholders service interests. All the stakeholders of the organization must essentially be considered upon any change initiative process. Their contributed efforts to the change initiatives should be keenly considered. An obligatory underline pertaining the stakeholder management plan portrays an effective communication strategy which assists to develop supportive understanding towards change. The stakeholder alignment aspect declares that they possess the capability to determine the failure or success of an organizational change process. Ultimately, not only the organization change managers should point the needs of change understanding and develop the organization but also play a role towards the needed change (Higgins, Weiner, and Young, 2012).
Enabling Behavior 
	The behavior level forms the induction foundational of the organizational change initiatives. Successful modification of the organizational structure through the change manager's ability helps in the sustenance of a change process. The measurement strategies, the job descriptions, and the performance measurements planning are affected by the organizational change. In the creation of the essential organizational behaviors, realignment of these needs crucial attention. Referring to the earlier outline in the discourse, due to the change processes impacts to the employees; they often tend to offer resistance to the change processes in the organization. Consequently, the change leader is acquainted with the responsibility to provide guidance, training, and present moral support to assist the employees through the new organizational culture transition (Hayes, 2014). While in appreciation of whatever little winnings, it is also necessary to implement a steady response to the employees under the change management process. Effectively, this emphasizes the innovative activities together with the employees' encouragement to same direction progress hence ensures the sustainability of the change process.
Change Team
	There are essential roles that the active representative change team acts in the management of an organizational change. The workforce coaching, guidance, and driving force emerge as some of the change team roles for the effective change process. Individuals from every necessary department of the organization and the stakeholders should get involved in the creation of the change team. In addition, the mindsets and behavioral change are prerequisite necessities of the change leadership team that explicitly models the organizational changes (Groves, 2006). Moreover, besides change team being representative, cohesion is similarly an essential factor to practice. Cohesion in the representative change team is imperative for assurance of the common goals meant for the change processes. Good communication, as well as an effective size, should attribute the change team hence influential change initiatives implementation ensured. More essential, a good size change team implementation is efficiently imperative towards prevention of bogging up and effective utilization of resources in a change process. Unfortunately, overuse of the organization resources during the change process can possibly occur following the imposition of a huge change team hence compromising the process implementation (Sghari, 2016).

The Role of Effective Leadership
	Many leaders put much attention to the technical factors that are related to the change processes. These factors comprise the proper systems, processes, rewards, technologies, and the organizational structures. In regard to the implementation of a successful change, leaders proactively play their roles in the assurance of focused human and technical aspects. Effective leadership comprises various attributes involving openness, realism, confidence, self-drive, tenacity, ambition, creativity, and fairness (Anderson, et.al, 2010). The above-mentioned traits critically make essential components of leadership utilization in change process management. In progress of any organizational change process, leadership provides moral and motivational support to employees as it also acts as an enabler, offers direction, and manages the change process.
	However, any successful change management offers an exemplary set pace for others to follow while in control of what is being done. The detailed leadership plan models the change process as it similarly informs others of the change idea. Leaders have the role to sufficiently educate and guide the employees on the relevance of the change process hence effectively eliminate the resistance to change. Another important role leadership plays in change process management outlines the leader's listening concern to the employees during the transitional change period. They are further acquainted with the duty to constantly review and evaluate solutions for the identified obstacles, a practice that leads to success and provision of possible help to the organization employees (Ajmal, et.al, 2013). Communication factor occurs one among the main aspects of the organizational change management. The effectiveness of change process communication determines the effectiveness of the change initiatives. Achievement of undesired change initiatives in any change process may result from under-communication. Therefore, the change managers or leaders are obligated with the communication task for the implementation of a change process.
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