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Introduction
Creating change readiness among employees is crucial for an organization because it goes a long way in determining the success of the change being implemented in the organization. Since employees are always at the center of changes in an organization, it is good to ensure that readiness for them is created to spot any possible areas of problems before a change can be implemented in an organization (Armenakis, Harris & Mossholder, 1993). The essay will focus mainly on the need for creating readiness for organizational change. Different organizations face different forms of change and thus they need to be adequately prepared and ready for those changes. The essay will cover how the organizations can create strategies useful in ensuring that they are ready for the kind of organizational changes that are proposed. This will also involve looking at the various concepts that are used in ensuring that the employees are ready for the organizational changes. The essay will review the article on how to create readiness for organizational change and also look at the implications and recommendations of the awareness for change. Lastly, the report will cover the application to a case situation. 
Review of the Article
The article here in question “Creating Readiness for Organizational Change” basically explores to the various ways in which the creation of readiness for organizational change is achieved in most organizations (Armenakis, Harris & Mossholder, 1993). Organizations thrive in dynamic environments and thus there is always the need to implement certain changes in their structure in order for them to remain competitive in the market. The successful implementation of these changes highly depends on a number of factors such as creating readiness (Armenakis, Harris & Mossholder, 1993). Readiness for change in the organization is something that can be shown in the attitude and the intentions of the people involved in the organization. This goes a long way in determining if the organizational changes that are expected will be met with resistance or not. Therefore, it is important for the organization to oriented the employees fully on the kind of changes to expect in order to diffuse any form of reservations that they may have on the impending change (Armenakis, Harris & Mossholder, 1993).
There are several change agents in the organization that can influence the members of the organization on their readiness for change. These include team leaders and managers as well as department heads (Bakari, Hunjra & Niazi, 2017). These change agents hold respectable positions in the organization and thus they can interact accordingly with the employees in order to inform them adequately of the need for change. According to the authors of this article, it becomes easier for the organization to implement the changes once the employees have grasped all the relevant details regarding the changes and when they are ready to assist in its implementation (Armenakis, Harris & Mossholder, 1993).
The readiness model heavily relies on the need to allow the members to participate in the type of changes that are being proposed. According to research done, it has been found out that the organizations that have allowed total participation of its members, particularly employees in a change process have recorded a higher rate of successful implementation as compared to those that have allowed minimal or no participation at all (Armenakis, Harris & Mossholder, 1993).
There are various aspects of ensuring readiness among the organization members. One of these aspects is ensuring that the right message is passed on to the members of the organization and this involves the need of change and the individual and collective effort of everyone (Armenakis, Harris & Mossholder, 1993). It is vital that the members understand why the change is necessary and how it will improve the effectiveness of the organization from the current state and also the kind of effort that will be required of them in order to achieve the right form of change.
The article also elaborates on the aspect of interpersonal and social dynamics of the organization members. Creating readiness involves urging the members to change their beliefs and attitudes towards the new change and thus it is important for the agents of change to understand their social and interpersonal skills fully. A proper understanding of this will lead to a more comprehensive collective effort as the members will be able to relate and coordinate well. This will, in turn, lead to a successful implementation of the changes. The aspect of dynamics can also be explained by the use of individual differences, social differentiation and social relationships theories (Rusly, Sun & Corner, 2015).
There is also the aspect of the use of influencing strategies. The change agents may be required to intervene to ensure a smooth flow of social information process among the organization members and thus improve on their readiness for change (Armenakis, Harris & Mossholder, 1993). This may be achieved through the use of certain strategies such as the persuasive communication, active participation and good management of external sources of information. The managers can use persuasive communication in order to convince the members and also the change agent can pass indirect information that is sourced from the active participation of members. In terms of managing information sources, the agents may decide to select some of the information from the media and passed them to the members in form of articles or books (Armenakis, Harris & Mossholder, 1993).
Implications and Recommendations
The implications of the process of creating readiness for change are big and which the organization should make sure that they, at all times, carry out this process. This process ensures that the organization members are well conversant with the kind of change that is proposed as they will have already aired their views on the same (Lewis, 2019). This implies that the change can be accepted outrightly when the organization's management implements it. Moreover, creating change readiness implies that the members can work hard towards the implementation of the change and thus this may save the organization time that it would have used in effecting the change at the same time dealing with resistance in situations where readiness for change is not created. Furthermore, changes come with a lot of costs associated to them and thus creating readiness for change means that the change will be implemented in a faster way and thus save on numerous costs that can be incurred in trying to effect it.
Therefore, it is highly recommended that organizations provide a process for creating readiness for organizational change for its members in order to ease on the implementation work that will be needed and also to avoid any form of resistance from the members, particularly the employees, who are an integral part to organizational change success.
Application to Case Example
The case example explored for this section is a non-governmental organization dealing with voluntary rehabilitation of drug addicts in New York. The organization has employees whose work is mainly to conduct research about families affected by drug addiction and reaching out to them for rehabilitation at the facility run by the organization. The organization company has established itself over the years as a force of change for the better for drug addicts and prides itself for achieving rehabilitation of hundreds of youth and adults alike. A research study was carried out to determine whether the company has prepared its members for the various organizational changes that are being prosed in the process of identifying victims, bringing them on board and educating them on the effects of drugs among other proposed changes. A qualitative approach was used and the response was very impressive.
The findings showed that the company has put in place a mechanism for ensuring that the employees are fully aware of the impending changes that the organization would wish to make. The members of the organization are prepared and made ready for the changes that will be effected and which will also affect them. The article stipulated that change agents can be used to create readiness for organizational change. This applies to this organization in the sense that department heads have been assigned the duty of ensuring that the employees are aware of the changes that the management would wish to bring on board and that they collect the views of the employees in regards to the changes. They usually call the members to attend meetings in which the changes are discussed and the opinions of the members are noted down and documented into reports for management's review.
The members are informed on the need for change and how this will improve their lives both inside and outside the organization. This information is useful as it helps the members in analyzing and understanding the changes which in turn leads to them accepting the changes. Also, the members are advised on the need to put more effort in the implementation of these changes collectively.
The company also uses active participation strategy in order to influence the employees’ beliefs and attitudes toward the changes. The kind of information that is passed to the employees is one that has been sourced from their active participation and this influences them more on their attitude towards the changes proposed. The concept of the article about managing information regarding proposed changes in an organization are fully applied to this organization in the manner in which the company managers manage the external sources of information in a good manner to ensure employees of the organization only get authentic information regarding the proposed changes and do not rely on rumours. The HR department in conjunction with several department heads is able to analyze the kind of information that is in the media and select the ones that are relevant to the company. This is then distributed in the form of films and articles for the employees to consume. This makes it easier for the employees to understand the dynamics of changes proposed and the likely effects that it would have (Shah, Irani & Sharif, 2017).
Despite this, the company still needs to improve on the interpersonal and social dynamics of the employees. They need to formulate ways and means in which the employees can relate well despite the fact that they have different personal and social dynamics. The full integration of this will make it easier for the employees to change their beliefs and attitudes towards the changes that may come their way and thus help in achieving acceptance of the changes in a faster way. This can go a long way in reducing the time and resources used for implementing change in this organization.
In view of this case, we can learn of how creating readiness for organizational change can help bring about the success of the company. The company is able to implement its changes in an efficient manner which translates to the operations of the company to run smoothly. The success rate of this organization has come along with tremendous adaptation to changes proposed in the organization by the employees.
Conclusion
From the review of the article, it is important to mention that the creation of readiness for organizational change is a critical aspect for any organization and which should be carried out effectively. The benefit of undertaking this process is huge and thus it will be very key for any organization that wants to implement its changes in a more faster and effective way to ensure that employees are made ready through the provision of information regarding the change, explaining to them the benefits and rationale of the changes and how the changes are likely to improve the situation for the organization. The success of the organization depends on the ability of the organization to implement the changes that are important in the running of the organization in an efficient manner. The agents that are charged with influencing these changes need to be effective in order for the organization to achieve this. Also, the organization needs to assess its readiness system at all times in order to know of the weaknesses that may be in the proposed changes before implementing them and how to improve on the same. This will make them to be always upfront when it comes to the issues of implementing various changes.
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