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Organizational Change Concepts
Introduction
For organizations to remain competitive in a dynamic market, organizational change has to be a crucial component of their strategy. Several factors may necessitate a change in an organization, such as economic globalization, demographic transition, sustainable development requirements, acceleration of innovation, the need to share and develop partnerships, and outsourcing tasks (SSQ Financial Group, 2013). Organizational change can be disruptive to the normal operations of the organization, thus necessitating management of the change, which will be as important as the management of clients, capital flows, or resources for the company (SSQ Financial Group, 2013). This paper elaborates on diagnostic models as a component of change management in assessing the areas that should be changed in the organization, together with the determination of signs and reasons for resistance to change. Additionally, two approaches to change, that is the organizational development and the change management approach, will be explained. The ethical considerations and implications of change also form part of this paper. Lastly, the paper contains an application of these concepts regarding organizational change.
Part 1
Diagnostic Models
Diagnostic models are a component of organizational diagnosis, and they are the framework around which to know what information needs to be collected regarding areas that require change and how to make judgments about that information (Management Help, 2020). An appropriate diagnostic model allows an organization to set standards for the quality in which the organization should operate by pointing out the information that needs to be collected concerning the current organizational performance which will then be compared to previous standards of performance to determine areas that should require change (Management Help, 2020). The development of a suitable diagnostic model by an organization is then followed by the choice of methods for data collection in diagnosis; and the techniques to be used in data processing and the making of conclusions (Janićijević, 2010).
Several diagnostic models have been proposed in recent literature. Some of these include the Welsbord model that is applied when the environment is not a significant factor and simplicity and speed of the diagnosis is important, the Freedman Swamp model of sociotechnical systems, which considers the linkages and boundaries between different parts of the organization, and the Mc Kinsey 7-S model that is used to determine why organizations can’t link competence and capability (Martins & Melinde, 2009). Other simpler models include the use of a Balanced Scorecard that uses tests customer perspective, internal business processes, learning and financials in the organization, management by objectives (MBO) which examines employee identification of their objectives, timelines for completion and feedback collection and outcome-based evaluations that assess the impact of the organization’s services and products on their target communities (Management Help, 2020).
Resistance to Change
Part of change management entails the acknowledgment that some members of the organization may offer resistance to the implementations. To determine the presence of this resistance, several signs can serve as clear indicators. Some of the notable signs include passive ones such as choosing not to participate in the changes, or active signs such as public statements and mobilizations against the changes (Changing Minds, 2020). Also, the signs may be seen among individuals or in groups, and they may include gossiping, decreased motivation among employees, increased absenteeism, and a communication breakdown (Sharp, 2014). The reasons for this resistance include the interference of the changes with the needs of the employees, economic implications such as reduced wage, a threatened sense of job security, the obsolescence of the employees’ knowledge and skills, limited resources, and a poor organizational structure (Derya & Gökhan, 2013).
Organizational Development and Change Management Approaches to Change
In order to minimize resistance and make organizational changes as convenient as possible, some approaches can be used. The Organizational Development approach refers to an evidence-based scientific process that entails the use of specific interventions to build an organization’s capacity to change and increase its overall effectiveness (Cummings & Worley, 2014). Some of these interventions include organizational confrontation meetings, team building activities, individual coaching on counter-productive behaviors, performance management, talent development, wellness interventions, and diversity intervention (Cummings & Worley, 2014). The change management approach involves the application of structured methods and a pre-planned framework to direct the business from its current state to the desired state (Belyh, 2019). This approach employs specific systems such as Lewin’s change management model that insists on using the help of the people to make sure that changes are used all the time and implemented even after the objective has been achieved, Kotter’s management theory that stresses accepting the change first, then preparing for it before implementing it, the Nudge theory that takes into account the difference in feelings, opinions, and knowledge of people and human behavior concerning change, and the ADKAR model which stands for awareness, desire, knowledge, ability, and reinforcement (Belyh, 2019).
Ethical Considerations and Implications of Change Methods
In the application of change management methods, ethics have to be taken into consideration. Some of the implications of the change methods used include negative behaviors such as job dissatisfaction, lack of innovation, forced conformity, a lack of productivity, conflict, and turnover, which may negatively affect the changing management process of the organization (Kittner, 2020). Therefore, ethical considerations may alleviate some of these implications since changes may cause uncertainty, and employees may feel pressured to agree with them or risk being terminated (Kittner, 2020). These ethical considerations include honest and transparent communication regarding the reasons for change, adequate employee involvement to make them feel essential to the change process, the offering of change management and ethics training to employees before and during the changes, and assigning clear expectations and responsibilities to the employees (Kittner, 2020).
Part 2
Application of Organizational Change Concepts in Leading an Organization
In the practical market environment, problem-solving forms an important part of the business strategy. Problem-solving will be crucial in determining the existent market opportunities that can be exploited by the business and also help in the internal assessment of the organization to determine the weaknesses that need to be improved. This creates the need for innovative thinking and creativity in the organization, as innovation brings forward ideas that may better help the organization take advantage of the gaps that need to be exploited in the market. In the modern world, specifically, the role of information technology in innovation and decision making cannot be ignored. The information technology systems of an organization determine the amount of knowledge and decision-making options available to the organization (Neziraj & Aferdita, 2018), and in this sense affects innovation and decision-making simultaneously since they are both dependent on the organizational knowledge. As a leader of the company, I will therefore ensure the organization invests in proper business information systems that facilitate the decision-making process (Neziraj & Aferdita, 2018).
Through innovation and problem-solving, ideas will be brought up that inspire change in the organization. To manage this change, I will ensure proper change management techniques are employed by using a change management approach method. To be more specific, I will use Lewin’s change management model that insists on using the help of the people to make sure changes are used all the time and implemented even after the objective has been achieved (Belyh, 2019) since this model acknowledges the ethical consideration of making the employees part of the change. The diagnostic models to be used will include a Balanced Scorecard to assess customer perspective, internal business processes, learning, and financials in the organization, together with outcome-based evaluations to determine the areas to be changed in the organization (Management Help, 2020). For the implementation of these changes, other ethical considerations such as the offering of change management and ethics training to employees before and during the changes and assigning clear expectations and responsibilities to the employees will be used to reduce the resistance to change (Kittner, 2020).
Conclusion
In conclusion, while organizational change is inevitable, several measures can be taken to make it as effective as possible. The use of an appropriate management approach method and a suitable diagnostic model enhance the effectiveness of change while taking into account the signs and possible reasons for resistance to change. Nonetheless, ethical considerations in the implementation of change have to be included in the change management strategy of the organization.
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