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The Most Prevalent View of the Organization Life
Many organizations work under pressures of change especially that comes with the need to create a corroborative working environment and the need to adapt new ways of doing things. More often, employees are reminded of the importance of doing things that help meet organizational goals one them being the willingness to embrace change. Change encourages open-mindedness and when wholeheartedly embraced, it helps avoid conflict between employees and the management. In my organization, such a requirement propels employees to not only work well, but also want to be part of a group that encourages them to accomplish goals they cannot accomplish individually. 
When it comes to organizational life, it’s all about creating a suitable environment for everyone to flourish and achieving organizational goals. The organization has a way of making this possible. It encourages teamwork and ensure that team members work in cohesion. Ultimately, it does not let the idea of “us” become a preoccupation that gets on the way of the sole purpose of the teamwork. Employees always have the notion that work dignifies them as human being and there is enormous dignity not in just working, but in working together.
Just like in any other organization, in my organization each team has a leader who is assigned the role of driving necessary changes and make sure they are aligned with organizational goals. However, team leaders are expected to understand that coalitions they are trying to make are more important than individual teams. For goals to be achieved, team members must be able to collaborate or build rapport. Whenever issues or concerns arise among team members, the organization must be ready to renegotiate otherwise conflicts will occur. The organization view its ability to adapt and foresee the impact the changes will have as a precursor to a successful implementation. 
Implications of the View to Change Sustainability
Whenever there are changes to be done, the organization makes sure that it is open to new ideas and does not make its employees do things in certain ways simply because “that’s how they have always been done”. The basic approach is to foresee change by first getting all employees prepared. Letting them know that change is coming up is not just enough but knowing why it is necessary. Team leaders are designated as change champions who are expected to discuss the upcoming changes with their team members and ensure that they understand how those changes will create a better opportunity for them to thrive. 
As Blank (2013) claims, the more employees engage in change conversations the more they become personally invested. The implication for the organization communicating the changes more frequently is that it creates a situation where the likelihood of change resistance is eliminated and creates an environment where changes are sustained in the long run. 
According to Strebel (2016), people tend to resist change mostly if they do not understand the change itself and how it would impact their vested interests. For example, when our organization was integrating IT processes in production, many employees thought that the change would takeover their jobs only to later realize that it indeed increased efficiency and their production. 
At a personal level, I am drawn to the adaptive view because it creates an environment that allows the organization to manage change effectively and offer a useful framework that extends beyond conventional thinking. At one point, an organization may find itself in a situation that calls for much-needed change in culture in order to achieve its goals. In such a situation, all it requires is a leader who is focused and able to drive changes by applying bottom-up approach. This means managing various expectations that range from helping employees understand why they need to accept the changes and making them feel that they are part of it right from the beginning. 
According to Wetlaufer (2019), driving change from the top alone might not work. The management might find itself in a dilemma when employees who are always at the bottom of the organizational hierarchy fail to respond the ways in which it would expect them to do. Thus, the adaptive view is of paramount importance because it allows all levels, for example, the top management, the middle e.g., managers and the employees to interact and allow spontaneous involvement that eventually induce a collaborative solution for the required changes.   
Implications to the Change Leader
Carucci, R. (2016) explain that leadership is the biggest source of resistance to change. This has a lot of implications to change leaders. For them to initiate any form of change they must be ready to build trust with employees. As discussed earlier, if employees do not understand the implications of the upcoming changes, then they might perceive that those changes will cost them more than they will gain. With such kind of perception its guaranteed that resistance will ensue. The implication of this to a change leader is knowing how to drive change and applying necessary strategies that would increase the likelihood of acceptance. 
Change leaders should not assume that employees know what is expected of them. They should communicate the changes more often and encourage employees to accept them. However, the likelihood of acceptance might not be obvious and, therefore, they should go beyond and find ways to convince those who are fighting it. They should be able to elaborate how the changes will help develop new skills and improve their production. One way of doing that is through training. According to Thomas & Hardy (2011), lack of adequate information is one of the many reasons’ organizations face resistance to change. Therefore, a change leader should know that change becomes a possibility only when there is good understanding of its effects.  
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