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Organizational change
Organizational Change is the transformation of a business from one state of activities to another. Any forms of changes that are implemented in a company's operational affairs often encounter resistance since different ethnicities may have dissimilar reactions to the change and the means that support these changes. Several steps can be taken to ease transformational processes in organizations so that not much resistance is encountered. When considering the implementation of changes, including the employees in the process greatly decreases opposition. Forms of organizational changes may include The transformation of the company's programs, structure, strategies, processes, culture, or technology. These modifications may have been planned or forced upon the organization due to a change in the environment. They could be rapid and completely alter the overall operation of the organization or they could be gradual and slow. Generally, regardless of the type of change implemented, the process involves adapting new ways in which work is carried out and letting go of the old ways. Consequently, it is essentially a process that involves the actual management of people (Appelbaum et al., 2017).
Some of the three dimensions of change that should be considered include the reasons for the change. The three frequent reasons for change include competition, customers, and industry. Competition is the main trigger of change since companies mainly change to keep up with their competitors. Customer demands are also often monitored by organizations to see if they meet their needs. This results in a lot of adjustments in the company's policies to meet these demands. Industries also initiate changes because of reasons like standardization, quality, availability, and new technology. The second dimension is the influence of change which focuses on where the change will take place. They include the organization. The organization as a whole may be open or resistant to change. It all depends on the attitude of the organization towards the change implementation. Additionally, work ethics also have important influences on change. If the ethics are pro-active then change will be embraced positively. If it's more active, the chances of change being implemented will be low (Tamunomiebi & M.D).
The process also influences change implementation. It looks at the current organizational behavior in terms of styles for making decisions, priorities, and receptiveness. These changes are often created by management. The third dimension of change is the environment where the change targeted will have a big impact on its rejection or acceptance. Motivation is one of the aspects that explains the interest of the organization in implementing change and culture which relates to the socio-environmental effects. These influences reveal how the organization performs its everyday tasks, from communication to community networks to administration style. Generally, the dimensions of change are required for a situation to be evaluated before changes are implemented. For the changes to be successful, the change agents should take into consideration the three change dimensions, the reasons for change, and the influences it will have on its environment (de Oliveira et al., 2019).
The model that best describes the steps in the change management process in the banking organization is Kotter's eight-step change model. It involves the following stages: 
Creating a sense of urgency – Successful change implementation usually starts when leaders survey their market for modifications that may result in new competitive certainties for the organization. These changes may arise from new government rules, new technology, social drifts, and demographic changes. Before implementations, leaders should provide awareness to the staff of the company, so that the change is accepted positively. This has enabled the bank to enhance its technological capabilities so that it is always ahead of the traditional banks.
Building a regulatory alliance – Leaders should form a powerful group to lead the change once the employees are made to feel a sense of urgency. This group should then work together towards realizing the new organizational goals. This has helped the leading change instructors to always be ahead in creating visions that keep the bank on its toes so that it is always ahead in its objectives.
Forming strategic initiatives and visions – The leaders should then model a clear vision of the future while motivating the employees to take the necessary movements and organize their actions. This strategy has made change implementation into the organization very easy because the employees are always made aware and motivated to be open-minded. 
Enlisting a helper army – The members of the guiding group should offer widespread communications about how the change will bring about improvements to the business and their benefits to the employees. This has ensured the correct communication channel with the employees in that they are always made aware of the happenings in the bank.
Enabling actions by destroying the barriers – The change leaders should recognize and get rid of any obstacles like the lack of necessary skills, formal structures that make it hard for the employee to react, the information systems, and supervisors that discourage change. This is done to empower employees to encourage the change and support the vision. Change has been made a mandatory activity in the bank because all the opposing forces have been subdued
Generation of short-term wins – successful changes take time and this may be discouraging factors to the employees at every level of the organization. Leaders should therefore recognize quick successes and developments by awarding them so that others feel empowered and encouraged to see the changes through. Leaders are such that they encourage any improvements and this has prompted discoveries in that the technology used is the most recent. 
Sustaining accelerations – The HR should award early successes so that they act as foundations for larger challenges. This is because until the main changes are incorporated into the organization, they can still face resistance. 
Institute change – This is the final stage that links the standards of the group performance and shared beliefs. The link is what determines successful change implementation.
The organization has the following inputs: labor, which refers to the workers, capital which is the finance of the company, land which is the environment where all the stores that belong to the company are found, buildings refers to all the physical representations of the organization, and materials are the supplies of the organization. These inputs undergo a series of transformative processes to produce outputs like goods and services that are needed by the customers (Barnum, et al., 2017). The figure below shows a typical transformative process. The arrow labeled transformation system is the most crucial element of the system since it is the determinant of how well the organization is able to produce services and goods that meet their customer needs. The type of organization does not matter since the transformative processes need to meet the customer wants. 
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A good example is a modern banking company that provides banking services. The banking company conducts all transaction activities through the phone, mail, and internet. It upholds no customary bank services, apart from the office block that houses the staff that performs distant transactions with the bank clients. This policy results in an incredible saving of money and competitive gain to the bank not having to use investment resources on buildings and land that several customary banks spend. Moreover, the modern bank offers its clients greater interest rates on investment accounts and lesser interest rates on loans. 
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