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Assessment of the Effectiveness oif Change Initiatives at GMTC
Change management is complex and it encompasses a variety of factors for successful execution of change initiatives. The objective of change management is transitioning the individuals or teams from the current status to the desired status towards achieving set goals and objectives (Aljohani, 2016). The competitiveness of an organization is determined by its effectiveness in responding to the emerging changes and adapting to them with an objective of either maintaining the status quo of an organization’s performance or improving it (Jovanovic, 2015). GMTC lacks a smooth transition and the case exhibits various flaws that hinder smooth operations and progress of the company to the desired performance levels. 
The practice of change initiatives within an organization has been explained by various schools of thought and that an organizational change initiative can be influenced by various factors. Firstly, change is considered as a systematic process where change stems from internal or external conditions of an organization (Barton and Kempling, 2009). In this case, an organization adopts the appropriate strategy such as procedures, structures or technologies to align with such changes stemming from internal or external factors. The second school of thought explains the change as a channel of transforming individuals where they accept new systems, processes, values, structures, and technologies (Aljohani, 2016). A set of tasks enables people on the transition from the current way towards working to the desired performance (Elving, 2005). Lastly, change is explained as a means of enhancing an organization’s competitiveness in the industry and market. GMTC changes initiatives have faced both strengths and weaknesses as discussed below. 

Strengths and Weaknesses
Strengths in change initiatives enhance the success of change execution and facilitate smooth operations of the normal operations of a company (Barton and Kempling, 2009). Various researchers have established various factors that are essential in achieving change objectives including effective communication, stakeholder engagement, training, effective management of emotions in change among other factors. However, the presence of weaknesses in change initiatives results to change failure. Various changes initiatives fail due to various reasons including employee resistance, staff turnover, communication breakdown, lack of training and costs exceeding the budget among other factors (Jovanovic, 2015). However, these weaknesses can be mitigated to achieve desired results of changes in an organization such as GMTC. 
Strengths
 Concern on Stakeholders’ Emotions
Effective management of emotions involves a consideration of implications of change initiatives to psychological well being of the stakeholders (Barton and Kempling, 2009). This is exhibited by Peterson consideration on putting Trevor to work under Curt. He considered the move to affect his performance significantly given the strained relationship between Trevor and Curt. Besides, Trevor operates in customer service department that requires motivated and satisfied employees to create strong customer relationship with the organization. 
Human Resources Management and Planning 
Human resource management and planning is an essential consideration when executing change initiatives in an organization (Aljohani, 2016). Human resource planning is exhibited in GMTC case. For instance, Green made relevant changes in human resources to achieve optimal results such as the addition of new subscribers, removing Stevana Hanes from the construction coordinator role to the installation department which he considered a crucial department for operations of the company especially due to changes. Further, Green delegated most of his tasks to Curt Andrews such as overseeing customer service, construction, installations departments, and inventory among other roles. This implies efforts for planning on human resources to facilitate effective changes within the organization and achieving the desired levels of change. 
Weaknesses 
Communication Breakdown 
Communication is considered to have a significant role in the success of changes implemented to an organization. Communication eradicates fear among the stakeholders particularly the employees who become uncertain on what the future holds on their roles and careers a result of the change (Barton and Kempling, 2009). Thus, communication is essential in eliminating resistance among employees. It facilitates the exchange of ideas and when done effectively, employees and other stakeholders become more committed to the changes and performance of an organization (Usaid.gov, n.d.). GMTC case exhibits a communication breakdown in various instances. For instance, the imperious and harsh character exhibited by Green hindered effective communication and killed the spirit of teamwork at GMTC. His character de-motivated his followers to being fully committed to the organization performance. Further, Green’s strained relationship with the employees made them unwilling to work at GMTC. Lack of satisfaction in the workplaces does not only result in high turnout but also results in the poor performance of employees. 
Lack of Clear Focus on Change Vision 
Having a clearly defined vision on the need for change initiatives is essential in steering changes, besides; the vision should be clearly explained and communicated to the employees to enhance collaboration on working towards a common goal (Aljohani, 2016). Therefore, any distraction from getting desired goals should be avoided at cost. GMTC case exhibits lack of clear vision and priorities aimed at achieving the desired levels of performance and change. For instance, Green planning for a party consumed a considerable period and caused a delay of important company’s updates such as accounts payable and receivables. This caused problems with suppliers and affected normal operations of the company. A successful change process should not result to an adverse relationship with the stakeholders and a strained relationship with stakeholders such as suppliers results to change failure and negative performance of an organization relative to the performance prior change initiatives (Mosadeghrad and Ansarian, 2014). 
Lack of Training 
Changes usually require some degree of training to cope with the new developments. Besides, the employees are at the time assigned new roles and responsibilities and may require skills to do so successfully (Aljohani, 2016). Therefore training is considered to play a significant role during changes in equipping the employees with the necessary skills for changes.  GMTC failed to train employees on the necessary skills in accommodating changes. For instance, the employees lacked the experience in turning on the new system and resulted in many mistakes. Thus, training would have considerably reduced the mistakes done by the employees and become more productive to changes (Unicef.org, 2016). Besides, the employees would have eased the management tasks who overworked to see changes breakthrough.
What I Would Have Done Differently for Successful Change Initiatives
Change is essential in positioning an organization competitively in the market (Elving, 2005). However, various researchers have established that organizational changes result in failure inherent to a company’s preparedness to changes in various aspects (Mosadeghrad and Ansarian, 2014). However, GMTC change initiatives upon firing Erik Peterson shows poor change management of the organization.The company faulted in various aspects required for successful change initiatives. For instance, the company failed to offer training to the employees which resulted in a lot of misstates done by employees. Therefore, the following changes would have been made to achieve the success in change initiatives.
Effective Communication 
Effective communication is a vital tool to the success of change initiatives. Change initiatives are perceived negatively by the employees due to the uncertainty of the change outcomes (Aljohani, 2016). However, effective communication is considered to have a pivotal role in curbing uncertainties among employees and their resistance toward changes. Communication is effective in defining the new roles that employees have, communicates on the importance of benefits that they accrue from change initiatives among the factors (Barton and Kempling, 2009). Communication eliminates fear among the workers and they become committed to the changes initiated by an organization. GMTC workers did not only face communication failure but they were faced with prompt changes initiated by managers and thus contributing to negative performance and commitment to changes. Thus, effective communication is recommended in GMTC changes initiates for the smooth running of the organization. 
Employee Engagement 
Employees are considered to be essential assets to an organization’s performance.  Thus, their consideration in the process of decision making is crucial for the successful change initiatives (Aljohani, 2016). However, GMTC case does not mention any employee contribution to the change initiatives.  Employees are in close contact with the customers and thus, their feedback and recommendation are supposed to be given a consideration (Jovanovic, 2015). Thus, I would have engaged the employees in the process of making changes within the organization by valuing their contribution to the process of change since they are in close contact with the customers and other stakeholders. 
Consultation 
Consultation with an organization’s stakeholders has a crucial role in the performance of an organization during changes  (Elving, 2005). Peterson and Green failed to consult when effecting changes to the organization. Despite the fact that Peterson was fired from the operations of the company. he had experience and knowledge of handling changes. Therefore, consultation between the leaders would have impacted positively on the changes initiated by the organization. Consultation facilitates identification of weakness of the organization as well as the strengths. However, GMTC managers failed to trust each other and consultant was minimal resulting in the low performance of the company. 

Human Resource Planning 
Ineffective human resource planning is exhibited in the GMTC organization. Despite the efforts made by Green in trying to streamline the organizational changes through human resources planning, his approach did not meet the required parameters of change initiatives according to Peterson (Jovanovic, 2015). This is seen by Green planning on human resources when planning for a party. The leadership failed to update the payables and receivables which adversely affected the relationship between the company and the suppliers. I would have recommended focusing more on the objectives and goals of change initiatives rather than focusing on organizing a party.
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