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Introduction
Change management refers to the specific strategies aimed at continually renewing an organization’s direction, structure, and capabilities to adequately fulfill the ever-changing needs of internal and external customers (By, 2005). Since change is inevitable in a constantly dynamic market environment, change management allows organizations to remain competitive in the industry. As a result, change management has become crucial in an organization’s management due to increased globalization, the speedy rate of modern technological innovation, a growing knowledge workforce, and the contemporary social and demographic trends (By, 2005). This necessitates the need for a change manager in an organization, who will be responsible for providing structured systems to assist the members of an organization while they are in transition from the current to a future state as a result of the change (Hoe, 2017).
A competent change manager has a good grasp of skills such as change implementation planning and management abilities, organization design and implementation skills, and stakeholder relationship management abilities (Hoe, 2017). This paper contains an account of my experience regarding organizational change both as a change manager and as someone on the receiving end of change initiatives. It also describes one case study related to the topic “The Effective Change Manager: What Does it Take?” (Palmer et al., 2017) that I resonate with, one main idea I took from the topic and how I would use it, and my personal contribution to the topic. The paper also has a description of my ability to handle unexpected outcomes.
My Experience as a Change Manager
I have previously served as a change manager in an organization for several months, and I can use that experience to rate myself in terms of my ability to handle the need to take actions that sustain change in the organization. Although I had tried to implement and sustain several changes, the most significant change was brought about when a client issued an indefinite stop-work order on a project in which our organization had been contracted to complete. Some of the project members were independent contractors who had been outsourced, and the order implied that they could be terminated. Furthermore, the project members who were permanent employees in our organization were facing the threat of losing a project that they had tirelessly worked on over several months. Inevitably, some employees had to be discharged. This occurrence created an opportunity for me to not only help in the management of the resulting change in the organization but also attempt to sustain the changes that I would try to implement because of the occurrence.
Brown & Osborne (2012) state that sustaining change relies on a program reinforced by systems and procedures that reflect the new approach and is accompanied by cultural change. While I was good at recognizing that the change needed clear communication about the situation to both the organization leadership and the other employees, I did not fully grasp the ethical considerations of the impacts of the change on the affected employees. For instance, I did not take adequate action to collect employee feedback regarding their thoughts on the situation. This was unethical since I did not give the employees a chance to express their sense of justice regarding the changes (Jacobs & Keegan, 2018). Also, I found it hard to come up with a reward system for the members who positively took the changes rather than offering resistance.
Nonetheless, I had confrontational meetings with the employees who were part of the project during and after the changes. I was transparent about why certain changes had to be implemented. For instance, I explained to most of them that the reason for the organization to let some of the employees off was not purely for-profit reasons but because the company had been forced to. I was also good at deliberately taking action towards conveying some of the employees’ grievances concerning the company hiring policies to the organization’s management, as most of them wanted an assurance of job security if such an event would ever happen again. However, I was bad at identifying the signs of resistance to change, more specifically the passive signs that illustrated the employee dissatisfaction towards the change.
My Experience on the Receiving End of Change Initiatives
I have been on the receiving end of change initiatives in an organization several times. At one instance, the organization was attempting to implement changes that would affect the employee hierarchy in the organization. New posts were being created, together with new departments and some of the posts were being scraped off. This meant that most members of the organization would be forced to report to new supervisors, some would lose their posts and most would have to work with different people from the ones in their previous departments. I had to report to a new supervisor, and this was uncomfortable at first. I also had different employees around me, which necessitated an adjustment period before we got used to working together. The company was candid about the reasons for the changes. They did an exceptional job of preparing us for the changes by informing us three months before implementing the changes.
Furthermore, the company emphasized that they would enhance an open-door policy that would deliberately engage change managers with the employees who had questions and complaints concerning the changes.  The company also rewarded the departments that used the shortest amount of time to successfully integrate, which increased the motivation to support the changes. To further make the changes as convenient as possible, the company scheduled team building activities aimed at increasing the amount of time spent together to promote cooperation and cohesion. Nonetheless, the company was not very successful in creating systems that would sustain innovation for the employees in new working environments. Even worse, work reassignments were poorly done and confusion was evident in the company for the first few weeks after the changes were implemented.
Case Related to What it Takes for Effective Change Management
The topic “The Effective Change Manager: What does it take?” (Palmer et al., 2017) elaborates on effective change management requirements, and there are several cases that relate to the topic. One case study by Aaron De Smet et al. recorded by Palmer et al. (2017) describes a scenario that involved the closing of a plant in France by Pierre, who was in charge of the plant during the global financial crisis. The company needed the know-how of its French workers to help transfer operations to a new production location in another country, and despite its customers’ problems, it still had about €20 million worth of orders to fulfill before the plant closed. At that time in France, the closure of other companies had led to protests and demonstrations that sometimes led to violent reactions from employees.
Pierre announced the closing of the plant to the employees nine months before it would occur and was open with employees about his own fears regarding the closure. Throughout the period before the closure, Pierre spent the majority of his time addressing the employees’ personal issues, mainly working with his subordinates to assist the displaced workers in finding new jobs and providing them with individual support and mentoring. Pierre’s transparent and honest engagement eventually paid off, with the plant staying open in the nine months and fulfilling its orders, even as its workers ensured that their replacements in the new plant had the information they needed to carry on. As a result, Pierre’s plant was the only one in the industry to avoid violence and lockouts.
This case study best resonates with my experience as a change manager, particularly during the period when I had to inform some employees who were part of a project that the project would eventually have to be terminated after the client issued work-stop order. Due to the unexpected decision by the client, I did not prepare the employees for that scenario as Pierre did, and this may have worsened the employee reaction in my case. Although I also tried applying open communication with the employees about the changes that would take place, I was barely as effective as Pierre did. Instead, I spent most of my time on business issues regarding the closure of the project. I also did not support the employees who would be laid off in searching for alternatives.
The case study illustrated the importance of addressing the personal issues of the employees during organizational changes, which impacted heavily on the success of the implementation of the changes. This further showed that open and honest communication may be the most important factor in helping employees adjust to changes within an organization. As an acknowledgment of ethical considerations during change management, Pierre’s actions made the employees feel cared for by the organization, and as a result, their motivation to work for the company did not diminish even in the face of the drastic changes. The result was an almost seamless transition marked by negligible resistance from the employees. I will, therefore, attempt to implement these in my future actions when trying to manage change.
My Handling of Unanticipated Outcomes
Part of change management requires the acknowledgment of unexpected outcomes of organizational change and change management strategies. Harris & Ogbonna (2002) state that cultural change efforts should be evaluated on two factors: the achievement of pre-planned objectives and the extent to which unintended effects are handled or their negative impacts minimized. If unexpected outcomes arise, the main goal is to quickly respond by engaging in problem-solving and trying to recreate the order that has been lost to enable quick resumption of the organizational operations (Bechky & Okhuysen, 2011). The measure of how good someone is at handling unexpected outcomes can be based on their mindfulness in the situations and their ability to improvise, which can be enhanced by the accumulation of experiences over time (Bechky & Okhuysen, 2011). This mindfulness is crucial especially when focusing on the negative implications that an unexpected outcome may have.
Initially, I was poor at handling unexpected outcomes. Firstly, I could not deal with the pressure that accompanies the need to avoid delays due to these unexpected outcomes. Over time, however, I learned that although addressing the unexpected outcomes may take more time, in some cases it is more important than trying to resume normal activities since they may be affected by the outcome. Additionally, at first, I found it hard to exercise my creativity in coming up with innovative solutions while trying to improvise. However, I learned the skill of mindfulness after several experiences, which enabled me to focus on the implications of the unexpected outcomes and apply creative thinking processes to come up with the solutions. Furthermore, I learned that the input of other people can provide other perspectives that I may not have acknowledged. Therefore, I openly consult with other members of the organization to obtain their opinions regarding how the unexpected outcome can be dealt with. Over time, I also learned the importance of applying an objectively analytical approach in searching for information concerning the implications of certain unexpected outcomes and how they can be dealt with. Therefore, my ability to handle unexpected outcomes has grown better over time due to accumulated experiences.
Main Idea Taken From “The Effective Change Manager: What Does it Take?”
One main idea I learned from the topic “The Effective Change Manager: What does it take?” (Palmer et al., 2017) is the importance of reliable communication systems in the implementation of change. Communication, in the context of organizational change, can be seen as a tool that can allow the organization to inform, involve, and even motivate collaborators to participate in the change process wholeheartedly (Simoes & Esposito, 2014). Simoes & Esposito (2014), however, explain that communication is not only the transmission of meanings but the joint construction of meaning by the organization, which implies that communication determines the meanings that the employees associate to the changes that are to be implemented. They also note that communication is therefore not limited to the verbal component and written expressions but also includes gestures, actions, and organizational behaviors in general. To further illustrate the importance of communication in change management, Simoes & Esposito (2014) point out that communication strategies aimed at refining and aligning change can be more successful at reducing individual employee resistance to change by allowing the meaning attributed to change to be constantly re-elaborated through repetitive addition of contributions to the meaning.
Reliable communication systems enhance the continuous exchange of information regarding change which is crucial in creating a common meaning of the change by all members of the organization. Furthermore, adequate communication systems enable the involvement of all the members, which makes them feel part of the organization. This is a crucial component of the ethical considerations during change implementation. Additionally, proper communication will allow the organization to clarify their reasons for implementing the change, in addition to specifying the expected outcomes and objectives of the changes.
My Addition to the Topic “The Effective Change Manager: What Does it Take?”
Nonetheless, the topic “The Effective Change Manager: What does it take?” (Palmer et al, 2017) does not adequately highlight the role of effective leadership in change management. Magala et al (2007) noted that leaders influence the flow of information in an organization since the flow of information stops at the supervisor level. As a result, leaders influence the interpretation of information by determining how lower-level employees make sense of the information concerning change. Ajmal et al. (2012) noted that for an effective change, charismatic leadership and trust in top management are important since they are strongly correlated with change implementing behavior, monitoring of anticipators, management level, and departmental connection among employees. They further add that a leader’s insight, wisdom, compassion, values, and learning skills are crucial in convincing their subordinates to embrace change and redesign and that the leadership’s behavior can make the change situations more effective.
Nonetheless, Ajmal et al. (2012) state that leaders have to understand the reasons for the failure of change in any organization and develop their capabilities to act as successful agents of change in the organization.
Moreover, the leadership style of an organization can influence the success of change implementation. Although several styles of leadership exist, Ajmal et al. (2012) point out that the transformational leadership style is more important as it focuses on organizational development where the leader is concerned about the development of their subordinates. Therefore, transformational leadership will ensure that the leader recommends the changes not only because they may help the organization in general but also because they will be beneficial to the individuals in the company.
Conclusion
In conclusion, effective change management is a skill that is important in the changing world. It is a skill that can be learned through experiences, and the success of change implementation is heavily dependent on the change management skills in an organization. Nonetheless, other factors such as effective leadership strategies in the organization and reliable communication systems are also important for change management.
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