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[bookmark: _Toc493585813]Introduction 
Change has been described as the transitional procedure that transforms the state of  the company which in this case is Henan machinery and Electric Import and Export Corporation from one position to another. With the increase of globalization and technological advancements, the importance of strategic change has become significant.  Strategic change may be referred to as a restructuring of an entity’s business or a marketing plan. The restructuring is done in order to achieve a particular objective which may include reshaping of policies, target markets or the organizational structure.
[bookmark: _Toc493585814]MODELS OF STRATEGIC CHANGE:
Models of strategic change refer to the adjustments in the objectives of the entity towards attainment of particular goals. Strategic change may be put into motion by external environment or even internal factors (Beynon-Davies, Jones, & White, 2016). Keeping in mind today’s rapidly changing world, it can be said with absolute certainty that there is only one constant and that is change. Change is inevitable so, to survive and compete in the market the organization must learn to adapt to change. Change can be strategically initiated in an organization depending upon the nature of the organization or the environment it is present in. there are some models of strategic change that have proven universally successful (Beynon-Davies, Jones, & White, 2016). In this case study we going study the organization change of Henan machinery and Electric Import and Export corporation. Henan machinery and Electric Import and Export corporation was founded in 1997; it majors in manufacturing mechanical products and electric products for export.  There are some issues that made them make strategic change .The general manager retired because of health related problems, the policies of export and imports had been changed by the Chinese government. The third issue was the financial crisis of 2008.
[bookmark: _Toc493585815]LEWIN’S MODEL OF CHANGE:
Lewin’s model of strategic change is based on an analogy of ice. There are three steps that form the structure of this change in a linear model. The case study indicates how Henan Machinery and Electric Import and Export Corporation used the Lewin’s model of change. 

[bookmark: _Toc493585816]UNFREEZING:
This step includes the gathering of information in the form of facts that are responsible for creating a situation for change. It starts with identification of the factors for change. It deactivates the present practices and the changes are systematically introduced (Antoniou, & Ansoff, 2004). Henan machinery and Electric Import and Export corporation had a lot of aged employees. Since Henan machinery and Electric Import and Export corporation was founded 1997 it hadn’t changed it work force, the workers had health issues coupled with lack of enthusiasm which reduced their performance.
[bookmark: _Toc493585817]MOVING OR CHANGE:
This is the process in which change is actually enforced upon any structure. When the general manager left because of health related the senior staff made a decision to promote a younger and more active person, who would run Henan machinery and Electric Import and Export corporation later. In order to have a smooth transition from the old staff, Henan machinery and Electric Import and Export corporation decided to invite application from younger who would train on how to run the company.
[bookmark: _Toc493585818]RE-FREEZING:
In this step of a change the old practices are completely transformed in to some new and fresh approaches to present a different and more adaptable idea (Beynon-Davies, Jones, & White, 2016).
Henan machinery started to make adjustment to Henan machinery and Electric Import and Export corporation where the company used more and energetic personnel. one thing that Henan machinery and Electric Import and Export corporation did was that it retained the Vice secretary of the party committee , his work was to support the new General manager in the running of Henan machinery and Electric Import and Export corporation , he helped which n making better strategies to counter any crisis that would arise . 
[bookmark: _Toc493585821]JOHN P. KOTTER MODEL:
The model of John P. Kotter can be summarized as follows:
· Create a sense of urgency
The financial crisis of 2008, was a crisis that was generated by the external environment, Henan machinery and Electric Import and Export corporation had to deal with the crisis immediately. The effects of the financial crisis were felt because the prices of raw materials increased which lead to an increase in the cost of production/manufacturing, the crisis also weakened the Chinese currency, the customers of Henan machinery and Electric Import and Export corporation were bankrupt, and this companies were unable to pay their business bills which affected Henan Company.
· Create a guide coalition
Henan Company gathered all the managers who helped them avert the crisis that was facing the company, 
· Create a vision 
The managers found that  Henan machinery and Electric Import and Export corporation  faced  crises and made strategies to solve this crises .the financial crisis had caused the prices of raw materials .Henan machinery and Electric Import and Export corporation decided to be storing the material when the materials to prevent from future shocks . Henan machinery and Electric Import and Export corporation also decided to pay paying bills on time 
· Communication the vision 
Henan management communicated the vision to the other members of the company, this would help them be prepared to confront and solve the crisis
· Removing obstacles.
Henan machinery and Electric Import and Export corporation changed the way of manufacturing, Henan machinery and Electric Import and Export corporation decided to buy raw materials even when business activities for storage, Henan machinery and Electric Import and Export corporation also reviewed the conducts of the clients  who had unpaid bills so as to be cautious in future 

· Planning for and short term wins 
People have a tendency not to stick to change for a long without actually seeing the value, after the action stated above, Henan machinery and Electric Import and Export corporation held a meeting to assess the achievements they had made .during the financial crisis the business departments were considered the heart of the company, but the managers proposed a change in the reward systems which would favor the sales rather than the office staff, this motivation to the salesmen would make them find more market for the company’s products
· Consolidating  improvements 
Henan machinery and Electric Import and Export Corporation had to evaluate, understand and then make more changes to the systems that do not align with the vision of the company. The profit of Henan company had fairly increased, the major problem is that some customers were not satisfied about their systems  which deals with customers ,they changed to a more friendly and efficient system.
· Anchoring the changes 
[bookmark: _Toc493585822]After Henan machinery and Electric Import and Export corporation had tested the new reward system, the performance of Henan machinery and Electric Import and Export corporation increased, this system was adopted officially. The salesmen salary was determined by how much they could sell .they worked hard and Henan machinery and Electric Import and Export corporation made a lot of profits 
EVALUATING MODEL OF STRATEGIC CHANGE:
The Kotter’s model of change explains that in any organization or any other setup change can be attained but by following a step by step process. This means that change can be achieved but usually this is a slow and time consuming process in order to achieve it affectively and more efficiently. 
This model also explains that in many situations the need of change can be urgent and more pressing because it might provide a more appropriate and economically sound solution to the issues being faced.  According to the present economic scenario, if an organization is facing some extreme issues because of the competitive nature of the business industry and the wave of recession, Kotter explains that the organization must take some actions to resolve these issues by motivating its employees more efficiently. In this way the organization might be able to earn more trust and loyalty from its employees (Seefeld, 2015). One of the most appropriate strategies for this might be to take the input of employees and conducting meaningful dialogues with the employees by involving them in designing the different strategic plans for the organization, moreover this might also help in designing strategic change more effectively. 
Whereas, if an organization does not design its plans in recreating its strategic plans and does not give space to change within its structure, it might further weaken the structure of the organization and would also affect its development plans in the longer run. Such a case might only arise if the organization fails to identify the urgent requirement for the change and also fails to uphold the current stature of the organization. Moreover, the 8 step model for change presented by Kotter helps in providing solution to these basic dilemmas faced by the organizational structure without compromising the basic policies of the organization. Many theorists agree that the concept of change can be implemented or even initiated as an effort of a team as a whole which works together in implementing different strategies in the longer run. Moreover the model presented by Tuckman also helps in tackling various situations that also help in analyzing the team development at various stages of implementation of these strategies (Hitt, 2011).
[bookmark: _Toc493585823]ASSESSMENT OF THE VALUE OF USING STRATEGIC INTERVENTION TECHNIQUES IN AN ORGANIZATION:
The fact that the explains the strategic intervention within the organization and how it influences the overall structure of the organization cannot be denied. More importantly, the fact that the strategy within an organization always defines a more sustainable and a long term plan that needs to be implemented over the organizational structure can never be denied. In other words of the strategic interventional is not functional and is not according to the long term requirements of the organizational it would always imply negative impact on the organization on the whole
 (Skordoulis, 2004). 
Strategic intervention in any organization generally brings a very positive influence and helps in enhancing the outcomes to be generated by the organization. This not only helps the organization in supporting it in the competitive business industry but also helps the organization in defining the common terminologies which will provide more appropriate solution to the problems being faced with the business structure (Onsarigo Miencha, Paul, & Selvam, 2017). More over these strategic interventions also help in identifying the priorities and allowing the organization to enable more appropriate solutions of different risks at hand (Hitt, 2011).  
[bookmark: _Toc493585824]
ASSESSMENT OF THE FACTORS THAT ARE DRIVING THE NEED FOR STATEGIC CHANGE IN AN ORGANIZATION:
In any organization the need for strategic change is either generated by some internal factors and in many scenarios due to some external factors. This mainly depends upon the basic structure of the organization and the issues or the factors that are more at stake. The internal factors might involve the influence of the workforce, the equipment an organization possesses and even how the management handles the organization’s strategy (Petit, 2012). Whereas the external factors are more likely to be the different economic changes on a larger scale, the labor market, technological advancements, different government policies and different rules and regulations implied over the market industry especially where different demand and supply forces are more impactful and where competition in the industry is more drastic. Strategic change in any situation is found to be more needful and more impactful as it allows more opportunities to in preparing against different situations that an organization might face (Petit, 2012).
In the case study, Henan machinery and Electric Import and Export Corporation are affected by external factors and the internal factors, the following shows the internal and external factors 
· Internal 
Since the formation of Henan machinery and Electric Import and Export corporation in 1997 Henan machinery and Electric Import and Export corporation was facing a lot of challenges because the work force was old and hard health issues. The general manager had retired; changes in management would destabilize the overall performance of the company. The solution for the new managers is to maintain the traditions of the old staff as they prepare for a smooth transition 
· External Factors 
[bookmark: _Toc493585825]The world-wide financial crises of 2008 affected Henan machinery and Electric Import and Export corporation in a great way, the cost of raw materials rose, leading to an increase in the cost of production/ manufacturing. Another external factory was the change in polices by the Chinese government.
ASSESSMENT OF THE RESOURCE IMPLICATIONS OF THE ORGANIZATION NOT RESPONDING TO STRATEGIC CHANGE:
If Henan machinery and Electric Import and Export corporation, did not act to avert the crises of increased in the prices of raw material that was caused by world-financial crises of 2008, would lead to high cost production resulting to the increase prices in the end products, this would make Henan machinery and Electric Import and Export corporation lose their client because they would be selling goods. Henan machinery and Electric Import and Export corporation would lose the competitive edge.
Henan machinery and Electric Import and Export Corporation neither had not hired new faces in Henan machinery and Electric Import and Export corporation since its conception in 1997. At the year 2006 most of the workforce was aged, The general manager had retired because of a health problems, this work force did not have the energy to run the company, if they did not respond by hiring more energetic it would lead to stagnation in the decision making process because some would take leaves to attend to their health issues. This would make Henan machinery and Electric Import and Export corporation fail.
  Henan machinery and Electric Import and Export Corporation developed better systems on how to deal with clients, majorly on payment issues. Many clients did not clear their bills after the financial crisis; this affected the financial position of the company. Failure to consider their position would mean that they would continue making losses which would lead to close down of the company.
[bookmark: _Toc493585826]DEVELOPMENT OF SYSTEMS TO INVOLVE STAKEHOLDERS IN THE PLANNING OF CHANGE:
Following steps are taken to develop a change management strategy involving stakeholders:
· The management of the organization must establish different communication strategies which might include meetings, survey, questionnaire, voting, interview and e-mailing as well as physical interaction.
· Officially requests to the entire top administration directly linked to business heads for the consultation to being cautious on introducing various strategic changes to the organization.
· Involvement of all the stakeholders would be ensured for better results.
· Try to record the minutes of meeting and then duplicate all members and equally demand for their response.
· The moment these feedbacks are received, design a strategy to implement solution to all the reservations and discuss with them why the desired change is required or is inevitable.
· Plan for the official establishment of a team as also select an energetic and visionary leader to start the procedure for change. This team must incorporate members that come through various business processes (Onsarigo Miencha, Paul, & Selvam, 2017).
All these system and procedures would not only assure the better results to be generated but would also ensure the involvement of the entire stakeholder for better results to be generated. 
[bookmark: _Toc493585827]CONTAINMENT STRATEGIES:
The main aim of the strategic change is to focus on the factors that are resisting the change and also to encompass the factors that are supportive of bringing the effective change within the organizational structure. This is judges through the knowledge, expertise, experience and skills of the managers of the organization. 
[bookmark: _Toc493585828]OUTPLACEMENT STRATEGY:
Here, the outspoken and most influential and impervious laggards are the best contenders for outplacement particularly when they reject to admit to the complied and more planned changes.
[bookmark: _Toc493585829]ENGAGEMENT STRATEGIES:
In these cases the management of the organization are more directed towards the members that are more intellectual and are more willing to give space to the change that is required to be implemented over the organizational structure at all ends of the business structure.
[bookmark: _Toc493585830]LEVERAGE STRATEGIES:
In case of these strategies more powerful and more influential individuals are chosen to assist and in nurturing the basic atmosphere of the organization and also help in exploring various strategic plans that might be affective for the organization in the longer run. 
[bookmark: _Toc493585831]STRATEGY FOR MANAGING RESISTANCE TO CHANGE:
Preferably, confrontation can barely be dissociated from the process of change and the effect can both be negative or positive, depending upon how the management handles the change. Some of the most effective approaches are as follows
[bookmark: _Toc493585832]SUPPORT AND ENCOURAGEMENT:
If those individuals who are struck with the responsibility of inventing and synchronizing the change process are given essential correspondence and encouragement, these individuals are more driven to work more confidently and more efficiently. Moreover this also plays a most important role in achieving the support of all the stakeholders in this process of change. 
[bookmark: _Toc493585833]DIALOGUE AND AGREEMENT:
Different issues mighty be resolved in the organization by adoption by the strategic change in the organizational structure, it also helps in understanding that initially there might be various misunderstandings and various objections might be faced by the stakeholders and the management must define various solutions to implement these strategic changes. 
[bookmark: _Toc493585834]PARTICIPATION AND OPENNESS:
In this case the strategic change assures the collective and active participation by all the stakeholders in implementing the change and this would result in more motivated and effective results to be generated and also generating effective results by this process on a larger scale (Onsarigo Miencha, Paul, & Selvam, 2017).
[bookmark: _Toc493585835]DEVELOPMENT OF APPROPRIATE MODELS FOR CHANGE:
The most important features in the successful implementation of organizational model for change can be summarized into 5 factors as itemized below:
[bookmark: _Toc493585836]OPTIMAL COHERENT:
Preferably, any change strategy must always establish reliability and also offer very competitive advantages in its structure. Human resources must always be considered as the most valuable assets rather than considering them as the liabilities. The main reason for this is that this might also help the organization to capture the trust and commitment of the workforce. 
[bookmark: _Toc493585837]BE A ROLE MODEL:
The management of the organization must make space for various environmental changes and must direct the individuals towards the direction that may lead them towards the success. The management of the organization also must admit to the responsibility towards setting example in taking up their roles and responsibilities in a changing work environment.
[bookmark: _Toc493585838]Plan to Implement Change 
[bookmark: _Toc493585839]CONNECTING BOTH STRATEGIC AND OPERATIONAL CHANGE:
If operational activities can be correctly built, it may give rise to fresh strategic plans.
[bookmark: _Toc493585840]CARRY OUT ENVIRONMENTAL ASSESSMENTS:
This implies that both external and internal factors of the organizations must always be assessed, controlled and organized respectively from time to time.
[bookmark: _Toc493585841]DEVELOPMENT OF APPROPRIATE\MEASURES TO MONITOR PROGRESS:
It is extremely essential to monitor the progress of the individuals within the organization and to develop the plan accordingly. Different approaches must be followed to monitor this progress and these approaches would eventually help to ascertain and design the effective development for the organization. Some of these measurement tools are as follows. 
[bookmark: _Toc493585842]REVIEW AND EVALUATIONS:
Monthly and weekly reviews must be conducted to evaluate the performance of the individuals; this would allow the management to keep an eye on the progress of their employees. This might also help to evaluate the strengths and weaknesses of all the employees and to correlate them according to the strategic plans set by the organization. 
[bookmark: _Toc493585843]180 AND 360 DEGREE FEEDBACK:
This feedback helps the organization to understand the basic standards set for the evaluation for the performance of the individuals and to evaluate their contribution in the success of the organization.
This model not only helps individuals within the organization but also help the teams to perform their jobs better, moreover it also helps the management to understand their major goals and in corresponding to the individual performance of the employees according to these set goals. 
[bookmark: _Toc493585844]BALANCED SCORECARD:
This technique helps in identifying the performance management techniques that help in focusing the attention of the management towards the basic performance indicators and in monitoring this performance against the designed strategic plans. Some of the instances are financials, learning, growth, internal business processes as well as the perspectives of the customers. These are evaluated not only from the reference of the organizational perspective but also from the perspective of the customers to understand the progress better.
[bookmark: _Toc493585845]ORGANIZED MILESTONE:
 This idea helps in identifying the basic milestone set for the organization and keeping a track of the employees in accordance to these set milestones. Moreover this also helps in questioning the drawbacks faced during the work in progress. 
[bookmark: _Toc493585846]BENCHMARKING:
In this step the organization mainly focuses on the target performance and also in assessing which methods are implied in achieving these targets. Moreover benchmarking assures careful analysis of the current status of the organization by also identifying areas that require any changes in accordance to the development plan. 
[bookmark: _Toc493585847]Conclusion 
The growth and development of an organization can largely be assessed with the change implementation. If Henan machinery and Electric Import and Export corporation has successfully encountered all the challenges in change implementation, it would definitely grow as the consequences of change implementation are in favor of the company. 
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