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Organizational Change Management
Organizational change management is a framework for managing the outcomes of new business processes, changes in organizational structure or cultural changes within an organization.  Though this fragment is multidimensional and encompasses many components, it basically centers on an organization’s coherent journey towards the realization of its strategic goals (Cameron & Green, 2015). 
 	In today’s competitive business environment, it is certain that a change in an organization is inevitable. In a wider perspective, the effective management of a change initiative in an organization plays a key role in the transformative success (Lewis, 2019). Moreover, with change stemming from micro and macro environmental factors surrounding an organization, the possibility of having no change in organizations is absolutely void. 
[bookmark: _GoBack] 	Consequently, there has always been a bone of contention on whether the change is best driven by leadership or whether the grass root movement significantly facilitates change. According to many studies carried out in organizations, it is identified that organizational-based change is best driven by leaders. Organizations that have proved successfully implemented change have all advocated that change initiatives start at the top; leaders (Aarons, Ehrhart, Farahnak & Hurlburt, 2015). Leaders are essential for championing as well as creating a burning platform for the creation of a strong sense of urgency. Leaders are mandated with developing a focused vision and strategy for change that can be easily communicated, easily articulated by significant other leaders down the organization’s leadership hierarchy as well as simple enough for all employees to understand. In a nutshell, leaders are best driving change because they can mobilize every departmental head; they can ensure employees are aware of their roles in implementing the change, especially by relentlessly communicating to them regarding the strategy using every available means of communication until they develop a change-centric mindset.
 	Subsequently, in every organization focused at implementing change, often resistance to that change often surfaces. However, often those who resist change, have one or two reasons that conflict with the implementation of that particular change (Grama & Todericiu, 2016). Often, when such resistances occur, both the parties for and against are consulted and an effective change management strategy is developed to mitigate such resistance. Hence, change cannot be resisted at all costs because it is vital for driving the desired direction of the organization based on the influences of the organization’s micro and macro environmental factors. Every change is prone to resistance because it is just a normal human reaction in times of change; however, good change management can regulate much of such resistance.
Finally, change is a good thing for organizations as it enables them to address dynamic business environments, ranging from technology to internal operating needs to finances to politics and many more in the realization of an organization’s goals and objectives (Benn, Edwards, & Williams, 2014). However, while change can often be a good thing, in some circumstances, it is a bad thing. For instance, it sparks fear amongst personnel’s and stakeholders in regards to reduction in pay or benefits, loss of jobs; hiring of new managers; team restructures; company-wide layoffs; among others. However, change remains to a good thing for organizations to prosper including maintaining corporate sustainability if the change management is managed effectively.
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