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[bookmark: _Toc63965403]Executive Summary
Change is inevitable in organizations across the globe because organizations use it to better themselves. A change in the organizations entails brand, corporate, process, leadership, and technological changes.  The Cushman & Wakefield is nice embrace change particularly the process change to allow the teams in Canada to adapt. The new way of operating must be appreciated by all the staff who must accept their roles alongside the requirements. Change is not always embraced by every one as some people would oppose it provided it does not benefit them. 
This paper examines why employees are scared about the changes in the organizations. They are resistant to change. It necessary to note that change occurs one persona at a given time and requires adequate strategy to it out. Moreover, the internal stakeholders including the staff have a voice and must be embraced at all times. Mr. White, the CEO of Cushman & Wakefield, during the interview suggests that people should care when there is a relocations, remodeling, merger, consolidation and organizational change as his or her position might be interfered. 









[bookmark: _Toc63965404]Introduction
Change management implies the process of consistently renewing an organization's directions, its capabilities to satisfy both external and internal customer's ever-changing needs, and lastly, organization structure. Change is inevitable within the organization, either operational wise or strategic level. The organizations need to identify the direction and its future hence must embrace change in any aspect to achieve the planned goals. It is vital to note that the organizations cannot discuss the change without mentioning the strategy. Mainly, organizational managers are required to acquire organizational change skills. Cushman & Wakefield plc a global commercial real estate services company whose head office is in Chicago Illinois. The company’s projected revenue is US $ 8.8 billion according to 2019 financial reports. According to CEO Mr. W. Brett White during the interview, the company boost of over 53000 employees. 
Some of the reasons why the organizations are driving towards change are the globalization increases, deregulations, workforce's growing knowledge, and changing social and demographic trends. The practical organizational change management permits the firm to sustain a constant state of evolution alongside offering durations of general business change, hence ensuring employees' morale is boosted and better productivity in introducing new technologies or processes. This paper will highlight why organizational change management is crucial for Cushman Wakefield Canada.
Cushman & Wakefield, before the merger, lacked an asset services platform in Canada. Like the other companies at the time, organizational growth was paramount; hence change was inevitable. The organization needs to analyze its processes to determine which aspects required the changes.  The change in the organization may occur in the aspects such as brand, corporate management, processes, leadership, and technological changes. 
Cushman & Wakefield argue that change management is a discipline that allows people to prepare, equip as well as support individuals to achieve changes, which primarily assists in a firm's success and results. Cushman & Wakefield partners with their clients to assist them in coming up with the accurate tools, training as well as processes that would bring a change plan aligned with the firm's culture and business objectives and plans. An interview with Cushman & Wakefield's Chief Executive Officer, Mr. W. Brett White, provides insights into why organizations and their employees need to embrace the organization's changes. Moreover, Mr. White also discusses why the employees are hesitant to the organizational changes and what needs to be done to avert the issue. This paper will provide a report based on the interview on brand changes, process change, corporate change, leadership, technological changes, and how organizations cope with workplace changes. 
[bookmark: _Toc63965405]Drivers of change
[bookmark: _Toc63965406]Relocation change management
Change in organizations, whether small or large, is driven by various vital contributors. Relocation of the business or firm causes inevitability for the change in the organization. The physical manifestations such as merging, splitting, downsizing, upsizing as well as adaptations can create an urge for organizational change. These manifestations also bring about unmeasurable human as well as organizational changes that are not intentional and often misunderstood. These changes are crafted by management to better an organization but sometimes undermine the organization (Vos and Rupert 2018).
The organizational leaders driving change need to understand the organization's past mode of operations to enable a smooth transition process. A good fit designed new solution for the firm would be actualized by understanding the organizations.  All the decisions alongside the necessary consultations regarding the relation and churn are treated as very contentious. Any attempt to create a merge, downsize, upsize and centralize is subjected to measurable factors that include logistics, proximity to the market, organizational restructuring, and real estate. Human costs are often seen as difficult to measure. However, they constitute a significant cost consequence for both the organization alongside the affected person.  For instance, in Scotland, the National Health Service experienced radical changes termed as atypical in the more incredible global upheaval. It raised numerous concerns, such as the inability to consider drafters of the business case papers that proposed the relocation.  The relocation's practical effects are primarily that the employees directly impacted should either resign their roles or forcibly move away from their families and friends.  
The relocation approach is necessitated by a strong urge to rationalize its processes as well as real estate. In effect, Centralization would lower the organization's costs of operations since sharing of resources and services would occur. It would have the effect of requiring a significant organizational change bringing new sites, new systems, massive relocation as well as staff’s redundancy.
Some employees are opposed to the relocation approach adopted by the firm. A significant burden is placed on them during the relocation process as well as the daily work routines. Consequently, the human resource will be subject to considerable pressure to achieve the client's expectations, particularly when no additional resources are budgeted. Such a move is likely to generate lower morale and stress issues amongst the employees. Employees' productivity depends on the synergies put forward in their work—poorly motivated staff results in poor results and outcomes.
The relocation changes are associated with opaqueness in decisions made; hence remains an unsolved issue. In most cases, the organizations fail to narrate to the employees the root cause of the relocation issues, leaving most employees stressed. The employers and professionals have put forward some interventions to eliminate the related stress to the employees. 
[bookmark: _Toc63965407]Resistance to relocation change
Most organizations do not welcome relocation decisions; hence, they would resist any physical move through thick and thin. Examination of the enforced change based on relocation implies the employees need to undertake the personal changes that may take the forms o unlearning as well as relearning. Such a process facilitates both a cognitive and emotional challenge to the employees.  
The employees in the most organization are hesitant to any form of change due to various reasons.  This is because some do not understand how they will fit into the new mode of operation. For example, a company opts to divert its mode of functionality from sales to marketing; the organization must retain most of its staff on the new mode of operations. Such operational changes would likely generate some form of anxiety among the employees. 
The employees are likely to resist change due to fear of job loss. When the organizations change, some offices and employees become redundant hence clear manifestation that most would lose their jobs. No single employee within the organization would support an idea that would threaten their jobs and source of income. The organizations are not transparent enough to share the exact details of the processes on the intended change. 
Poor communication and engagement on the part of the organizations. In cases, the employees are not provided to the employees, leaving uncertainty and untrustworthy on the parties. Employers and organizations need to understand that effective communications solve all the problems in every aspect. At times, the employees face the problem head-on by taking a go-slow on the functions assigned to them.  Therefore, the organization must lay everything to the employees and sort it out with them transparently.  The organizations should recognize every employee feels connected to lose alongside legitimization of employee nostalgia to the old site. It is because the employees often have multiple connections to the old workplace. 
Lack of trust in the organization's management. Some of the management's decisions in the organizations are against them employees but favor the organizations. Therefore, the employees have little faith that the management would develop transition decisions on the organization's part that favors them. Consequently, the employees would resist any avenue that would bring any changes to the organizations. Employers should foster good communication with their human resources before and subsequently after the move has taken place (Maltseva et al., 2017).
Lack of proper and poor timing; some employees resist changes in the organizations when they believe that the change's timing is not ripe. Some would argue that the management's changes would negatively impact the organization and hence resist any form that would necessitate the changes. The organizations can create a positive environment for the employees by organizing parting ceremonies at the move time. Such would boost the employee morale hence accept the need for an organization to embrace the change (Thakur and Srivastava 2018).  
[bookmark: _Toc63965408]Place attachment
Before communication about the sale/transition through the US Executive Team, it is essential to understand and consider the available inertia attached to the organization. This may be reflected on either the whole rational or defensible emotional state concerning the workspace the employees occupied before. There is a need to enhance some measure of extending as well as nature of such resistance and rootedness to offer some basic and not to overcome the presented challenges but maintain the positive elements wherever possible.  Some employees often develop some emotional relationship with the physical environment that external parties find it quite challenging to understand. 
Cushman & Wakefield management needed to consider the place attachment of its employee before initializing the change process. The place attachment consists of the attachment to the city, neighborhood, and house level, which is addressed both by physical and emotional intelligence. The place attachment deliberations are based on the place satisfaction as well as personal identification to a particular setting. Some employees would perform better when working in certain regions as opposed to the other setting. An example is when an employee is moved to another office to carry out similar functions as in the previous office. However, the human resource manager may notice some dismal performance on the part of the employee. Such establishes that place attachment amongst the employees is natural and ought to be considered by organizations when advocating for firm changes (Appelbaum et al., 2017).
[bookmark: _Toc63965409]Effect of place attachment change
The employees usually have a sense of attachment to their place of work. When Cushman & Wakefield Executive send communication to the employees concerning the changes, it shocked and excited most of the employees. The majority did not want to embrace the changes due to the place attachment as they had known their area of work as jurisdiction. The executive needs to develop new strategies that would prepare employees psychologically for the organizations' latest developments. This would prevent any issues that impact on the employees feeling victimized and unprepared for change. The employees should welcome change because it improves organizations' productivity and output (Chalakani, 2020).
Resistance in the organizational change occurs due to employees not understanding their role in the new setting. The employers are mandated to ensure that employers clearly understand what they would undertake when the changes occur. There is a high probability that the firms would lose the income if the employees do not embrace the change. The changes tend to occur when the old ways of doing work are compromised and become extremely expensive on the part of the organization. Moreover, the organizations may embrace the changes when a new policy is enacted and intended to bring immediate profits. Consequently, adequate preparations on the employees' part are paramount to ensure that the firm acquires profits in the short run (Mir, Rezania, and Baker 2020).
[bookmark: _Toc63965410]Problems Associated with Resistance to Change
Organizations bring about changes to better their service delivery and processes. However, the employees may opt to resist the changes on their accords as they tend to believe that the change would victimize them (Dorling, 2017).  If the employees resist the changes, there are numerous challenges that the employees create for the company. 
[bookmark: _Toc63965411]Delays in projects
The organizations usually have fixed schedules when the projects need to commence and be completed. The projects in the organizations rely on the employee's input to accomplish them. The resistance to change by employees is a red flag. The firm's projects would be delayed for some time. A delayed project is a lost opportunity for the organization to look for new business and offer services to their clients (Jabbarian and Chegini, 2017).
[bookmark: _Toc63965412]Loss of income
Human resource capital in the organization should be treated with a high level of decorum and respect by the organization's management. The management should consider employees' input before taking action on implementing the planned changes within the organizations. It is because the employees are determinants of organizational success as well as failure. When they resist the planned changes, the organization is likely to experience huge losses since most of the employees generate income. 
Moreover, the organization's management may determine that the new mode of working would bring about profits as it is relatively cheaper than the old ways. However, the employees, on the other hand, may state that organization wants to use them hence resist the changes. Consequently, the employers would not necessarily fire all the employees on the organizations to advance their desired changes but would be compelled to honor the employees. It is because the staff turnover costs would be huge for the organizations to bear. Hence, the organization would be forced to bear the initial costs before the proposed changes would take place to eat on the costs of operations (Carter et al. 2020).
[bookmark: _Toc63965413]Abandonment of change
The management may propose changes for the organization to better its services. However, since the employees do not have the full scope of the planned changes, they may opt to resist it, making the changes remain unimplemented.  The organizations are forced to let go of the planned changes and the procedures, making it impossible to reap the expected benefits since the change was never implemented in the first place. Since most of the organization's management does not want to blame the backlash, they result in going back to the old ways of operating the business. It necessitates the managers' need to effectively communicate the changes to the employees (Littell, McKenzie, Wan, and Cushman 2018).  
[bookmark: _Toc63965414]Reduced employee motivation
Employees would resist any form of change within the organization because they have strong perceptions that the changes would affect them negatively. Most fear that they would face the sacking board, losing power and their source of income.  In such a case, the employees are fighting the organization's changes, hence creating a work environment of employees versus the management. Since the management has more power over the employees, it creates tensions among the staff, with many opting to exit the organizations. The few left would be victimized and overworked hence lowering their Morales in the workplace. The increased staff turnover would negatively affect the organizations from the external stakeholders, including the customers, suppliers, and vendors (Amarantou et al., 2018).
[bookmark: _Toc63965415]Embracing the changes
The organizations' changes are mean that old habits are wiped out and embracing diversity as well as other changes.  The management does not just wake up on a single day and decide that it was embracing the firm's change. It is a well-thought process that would bring extremely new aspects and change the old habits, practices, and modes of operations when the need calls upon. Moreover, the management is fully aware of the challenges and obstacles they would face if the change is enacted. Consequently, they should highlight the employees' employees to ensure adequate preparation is done rather than being caught unawares (Pereira, Maximiano, and de Souza 2019). This would ensure that the organization would transition would experiencing any challenges whatsoever. 
[bookmark: _Toc63965416]Conclusion
The director at Cushman & Wakefield concluded that when organizations embrace the changes, they need to ensure every stakeholder is involved. This would avoid backlash when some members, especially staff, opt to resist change. The management also needs to explain to the staff members that the changes are not meant to victimize them instead of bettering the organization's service delivery and boosting its income.
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