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This essay will explore issues surrounding why “change” happen in businesses and what sort of implementation is needed in order to have an effective “change” in businesses/organisations. Things that will be looked at in this essay are communication, management styles and how people involved interprets the change they are experiencing. We now live in the world where change is happening frequently. Things such as technology, government legislations, environment, and business competitors and so on, are responsible for some of the change that is taking place in businesses (Hussey, 2000). Management plays a big part in making sure that every element is looked at before change is implemented. It will best to first look at what change is in business perspective. The www.standard.dfes.gov.uk website defines change in different forms, it states that change could be new materials, new behaviours/practices or new beliefs/understandings. In a way what it is saying is that change is something new to anyone’s routine of doing things. 

Throughout the management history there have been some influential figures/theorists who contributed into the theory of management they are Abraham Maslow, Henry Fayol and F.E. Fiedler. Abraham Maslow is much known for his Hierarchy of needs theory. In his theory Maslow explains that every human being is capable of reaching their desired fulfilment (self actualising) as long as their needs are met. He talks about the needs as meeting the psychological factors i.e. hunger, being safe, being loved, having self esteem and self actualisation (www.employment-studies.co.uk). 
Contingency theory was created by F.E. Fielder(1970). In his theory Fiedler talks about two styles of leadership, the relationship leader and the task oriented leader he states that there is no correct style of how managers work. This theory uses the Least Prepared Co-worker (LPC) method to determine which leadership is more favourable by the subordinates. He believed that every situation have its own style of management therefore change can be implemented and be successful as long as the style used suits the situation. According to the contingency theory organisations adopt easily in order to fit with the change process (Hayes 2007) 
The most recent 20th century theories are Brightsizing and The Pickle Jar Theory. The brightsizing theory works by laying off some of its intelligent subordinates in favour of those who holds a most senior position in the organisation. This is the new trend in business management and as recession hit, lots of people would be lay of through the system of brightsizing. The government is going through change and lots of policies and regulations are being changed to accommodate the government proposed budget plan to continue getting Britain out of recession, which will have an effect on organisations and people working for them. However the Pickle Jar theory will be very good for managers when they are going through the process of change. The pickle jar theory emphasizes on time management and prioritisation of work. This is exactly what managers need to do when implementing change (www.business-studies.co.uk). On the other side there has been some critics about Brightsizing theory because if it is not planned carefully the structure and culture of the organisation will suffer(www.business-studies.co.uk). As Maslow state in Hierarchy of needs, if the people in the organisation feel unsafe about their jobs, this could affect their functions in the work environment, especially during the process of change. 
Before talking about managerial functions it is best to first find out what management is? “According to the Oxford dictionary management is to “manage” means to handle, to conduct, to control or to take charge of something. In a way we “manage” whatever we do, whether efficiently, inefficiently or differently” (Gadkari 1997). According to Fayol, there are five functions of what managers do which are to plan, organise, command, coordinate and control. Fayol (class handout 2010) 
In management there are different types of managerial positions & they all have their own specified responsibilities throughout the organisation but do collaborate with one another in order to meet the organisation vision or objectives. They are divided as “senior” (chief executive), “middle” (manager) junior (supervisor) Razek (class handout 2010). The “senior” manager is responsible in making formed decisions of the organisation and in doing so s/he is supported by both “middle” and “junior” managers Razek (class handout 2010). The “middle” manager is also responsible for making sure that the organisation is meeting its objectives, decision making which involves informing the “senior” manager, and also the management of subordinates and “junior” manager. The “junior” manager also plays a vital role because s/he is more involved with staff members and therefore will have more knowledge of what is needed in order to move the organisation forward and deals more with the everyday life of how the staff are working and putting things such as training in case they are needed and most of all being an overseer for both “senior” and “middle” managers Razek (class handout 2010). When change is needed within the organisation the managerial persons involved thrive to make sure that change is implemented accordingly and do this by sharing information amongst themselves and making sure that staff members are informed all throughout the process. A well skilled manager will first critically analyse the situation and examine if change is necessary. S/he will think of things such as how it will affect the organisation for example its culture, strategy and people involved (Hussey 2000). Organisations go through change because of all the change that is happening around them. Things such as technological change and competition contribute a lot, businesses are growing more and more, change is not only happening nationally but globally too. Businesses are expanding opening more branches from one country to the other. This creates an even more volume of competition amongst the organisations, which always triggers organisations to change strategies; culture and move forward (Hussey 2000). Liwin (1998) believed that there are three stages in order to implement change. He believed organisations needs to (1) freeze their present culture of working, (2) to changing attitudes and behaviours, (3) unfreeze the new learnt behaviours so that the change could be maintained permanently (Hamlin et al, 2001). 
Organisations also go through change in order to meet their customer demands. Hussey (2000) stated that nowadays customers are more demanding and will no longer accept poor services or quality. This influences a lot of competitions amongst organisations and a good manager will have to keep up with the pace and be one step ahead of its competitors. Hussey (2000, pg6) further concludes that “this in turn means that organisations periodically have to change the way that they interact with customers, which means different structures, systems, culture and services”. 
According to J.S. McCallum (class handout pg10)” successful changing an enterprise requires wisdom, prescience, energy, persistence, communication, education, training, resources, patiences, timing, and the incentives”. McCallum mentioned a lot of qualities which are needed in order to implement change. It also shows that it is not about the theory only but also about qualities within an individual involved in the change process. Buchnana &Body (1992), quoted in Hamlin et al 2001, pg 48) “suggest that any advised plan for action must taken into account an appropriate time span into the future, must see change as a process and not an event, and must make reference to the internal and external context of the organisation”. 

Communication and active listening skills are both very vital in an organisation’s daily activities. When an organisation is going through change it is of important to make sure that everyone involved receives necessary information efficiently. If an organisation and its members do not use communication effectively, then the organisation is doomed to have problems within its functions. A great example of how management of change could easily not deliver its purpose of implementation. In 1999 the Passport Office introduced its new culture of computerized system to process passport applications and also as a way of cutting costs. Unfortunately the system did not deliver its purpose and lead to a lot of passport back lock. Their national Audit Office blamed this on management (Hussey 2000). Some of the things which were outlined were, training of staff, contingency and most of all poor communications. All these are fundamentals for change to take place. 
Managers use different types of communications to enable the organisation to be managed effectively. It is believed that managers spend 80% of their time communicating in one form or the other Razek (class handout, 2010). Even though managers spent most of this time doing communication, the most important thing is how accurate is the information passed from one staff to the other is (Hayes 2007). Nowadays communication is used in various ways; it could be verbally, written, e-mailed, or telephoned. Clampit et el (2000) state that it might be easy to send emails to staff members but however emailing may not be an effective tool to initiate change. They further state that a face to face approach was more appropriate and more convincing to members of the organisation and also that it might be used as a source to influence communication within the organisations culture (Hayes 2007). Communication will also be influenced by the organisations culture and style of management used by the manager. 

Managers use various styles of management in different situations. The well known managers’ styles are autocratic, democratic, consultative, bureaucratic and laisez faire style of management (class handout 2010). An autocratic leader wsolely makes decisions and employers are not involved at all. This might make employees feel unvalued by the organisation. Unlike the autocratic style of leadership, democratic leadership involves subordinates in decision making and allows everyone to feel that they are working as part of a team. A leader who uses this style of management makes its employees to feel empowered and valued. On the other hand consultative leadership balances between autocratic and democratic. Its leader does involves subordinates in its decision but also can be task oriented too. The laisez leader gives more power to its employees unlike bureaucratic who works by following procedures and policies of the organisation (www.changingminds.org). 
All the styles might have different approaches but a more skilled manager may be able to incorporate one to the other. In doing so will result in having a more balanced way of managing the organisation. Fiedler emphasizes on this in his theory that every situation will have a different style of how the matter is handled (www.employment-studies.co.uk). Managers uses different styles in order to meet the companies vision and also to make sure that everyone is working according to their job responsibilities and also the using of resources efficiently. 

Through the interview experience with Mr B. Clark, the findings have been very surprising at how most of management styles come from within ones inner personality and perception as an individual. Although managers do follow certain styles, Mr Clark’s style of management has been more of a consultative democratic leader than other styles listed above. In question (7) Mr Clark truly demonstrated that it is very important to get everyone involved when implementing change and also that sharing of ideas and having the same vision will make change process to be successful, Clark (interview questionnaire 2010). However this is opposite to what Fayol’s theory, which state that the leader should “command and control”. It doesn’t emphasize on the good work of team working. Mr Clark further demonstrated Maslow’s Hierarchy of needs theory by saying that his employers should feel free to come to him and talk when they need to. This showed a leader who cares about his people which in return could make people feel secured and appreciated Clark (interview questionnaire 2010). Maslow’s theory believes that if we are supported and feel secured we have a tendency to self actualise which in business language. A person who receives support in any way has the potential of being productive and creative, which could result to one reaching the self actualising tendency through their work performance. Mr Clark further explained that change does not come easily, there are challenges that awaits and effective communication plays a vital part in the change process. All these needs to be taken into consideration when implementing change. He further states that planning also plays a big put in making sure that change is not risky Clark (interview questionnaire 2010). Comparing with the other theories it seems the is no better style than the other. It is just a matter of using the style according to a situation a manager find themselves in. 
Through the process of change some people would be reluctant to change not because they do not want change but because of having the fear of what it might do to their daily responsibilities within the organisation (www.youtubewatchvedeo.co.uk). According to Kevin Eikberry “people do not resist change, what they resist is being changed”. However states that one of the reason why people resist change first is “not understanding”, secondly “I do not”, thirdly is “I do not like you” (www.youtubewatchvedeo.co.uk). In a way this shows that personalities and psychological factors do have an impact on how we come to our judgement of things. On a video from you tube the manager is going through the process of implementing change. He first informed his staff about change the organisation would be going through and the need for it. At first the subordinates seemed to be reluctant to change but the managers approach seemed to work because he got his staff involved and came prepared that there could be resistance to change. He persisted by offering more information and by giving support through training. This manager has dealt with the situation accordingly. It seems the style he used could be described as consultative and democratic (, this clearly supports fiedler’s contingency theory that every style works according to the situation. 
It seems that the world is changing vigorously and businesses/organisations will continue to change in order to keep up with the ever changing world and to meet their objectives and growing trends in the competitive world. Technology, customers and the government also are continuing to contribute to the change. Overall it seems businesses/organisations do need to change in order to continue growing as functional organisations. Although when managing change managers need to analyse critically and put into consideration things such as culture and people involved. It is also very important to know that old theories and currently new theories also have shaped the way managers work today. Most importantly change happens but most of all it is how it is implemented. Managers should know the importance of communication and also put in mind that there is no such a thing as best style, as Fiedler emphasize, that every situation is deferent as long as the right style is used, change can be implemented successfully. 
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