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Introduction
Living in a perplexing circumstance with profound difficulties, in an evolving situation, is the reason change is significant. The truth of the economy and of what encompasses the organizations develops exceptionally quicker each time and the test of organizations to advance, separate, revise also become more difficult than before. It is a must for all, companies and even managers. Now it has to be renewed every two or three years, if someone falls behind, there will be companies that move faster than them eventually replacing them. If any business or organization wants to survive, they will often experience the challenge of change management. There are more and more indicators that show it. The market, customers, and competition all evolves faster than ever. An example is the city with stores that change from one month to another (Battilana & Casciaro, 2012). 
What is organizational change? 
An organizational change is the ability to adapt as per the needs of the market, to achieve the competitive edge or perhaps simply reducing the cost of the business. In order to achieve the change the organization may change their human resources by training them, hiring more specialists or to lay off the superseded employees. The change can occur in the policies of the organization, the practices of the organization and or the mission or vision of the organization which will evidently change the operations and the functions of the organization overall. An example of the organizational change is the digitization of the organization, this is the change where hard copies and hand written record keeping is changed with softcopies and computer based data banking. This organizational change was initiated because of the technological advancement that offered many benefits like efficiency and cost reduction (Caldwell, Herold & Fedor, 2004).  
There are fundamental principles and ways of acting that are timeless and may not be affected by the organizational change like ethics, morals, social responsibility as all this has more and more relevance. This type of environment forces an organization to develop changing goals and requires them to change. A good manager has to have the ability to rethink things and the employees or the members of the organization must be having the ability to adapt for those changes. It has a lot to do with the evolution of technology. The reality is that before it evolved slower and now evolution is exponential. There are numerous divisions wherein organizations have chosen to change themselves. The general population, the clients, is the ones who change and the organizations need to adjust to what they need today, which was not what they required before (Dutton, Ashford, O'Neill & Lawrence, 2001).
Organizations must teach their staff and members to be increasingly self-governing; they should enable the persona in the association, making them in charge of their errands. This incredibly builds the speed of basic leadership and change as well. They have to look and learn from the competition. They must make all people feel comfortable saying what they think and contributing their ideas. Another thing that accelerates the change is that people have clear ideas of what is expected of them. Regarding digitization, it is a matter of survival; they can be dispensable if they want to stay behind. All these transformations must be carried out, at the same time that the culture of the organization changes, the way people work. Organizations cannot change the tools without changing the way they manage them, they should not make that a brake. If they see that it is time to make changes, they must first see if they have the equipment and the people needed in it for what they want to achieve (Roberts & Levine, 2014).
What are the key theories and findings of organizational change research? 
All organizations, from entrepreneurs to Multi-nationals, are liable to persistent changes. They may need to direct the change either because of their own advancement desires or in light of explicit interests that emerge from the idea of their activity or the development of the society. In this sense, business change executives are without a doubt a key component for associations to develop in a precise and proficient way. The directors of today are in the corporate and expert obligation to comprehend that organizations must be adaptable to change and, most importantly, must be set up to adjust rapidly enough to not be deserted in the market. It is that these days, the market is in a steady change proved in the presence of new contenders, the computerized change, the war of abilities, and the advancement of markets as well (Will, 2015).
Even with a change, the quick response is obstruction. Change and opposition are straightforwardly relative: as long as the change is more noteworthy, the obstruction of the individuals who are influenced will increment to a similar degree. As time goes by, we have witnessed events that have changed the history of the world in which we live, from socio-cultural, political changes, to unimaginable technological advances that have transformed the way we face the world. This change is inevitable and if there is something that the past has taught us, it is the importance of adapting to change, but it is fundamental to recognize that its complex nature presents a challenge for Human Resources (HR) professionals. Today the best leaders in the HR industry not only react timely and effectively to change, but go beyond and act as agents or evangelizers, guiding employees and the entire organization to adapt to the social and economic challenges of a dynamic market (Herscovitch & Meyer, 2002).
An agent of change assumes risks and is open to new ideas, takes responsibility for transforming the reality because they are not satisfied with it. They are the ones who manage to see opportunities in problems beyond limitations, and inspire others to join the change. In a society where we face so many challenges, more and better leaders are required to carry this flag of ‘Agent of Change’. A Change Agent in HR should look beyond statistics and organizational charts to facilitate the transformation of the old organizational schemes and the needs of the company. While the most common activities of people management offer a valuable basis for increasing results and improving competitiveness, these support activities alone do not change the behaviors that will drive superior performance. Transformational leadership and a commitment to change are required (Will, 2015). 
Team leaders must be in tune with the capabilities of employees and know how to channel their talents to achieve a positive transformation. This means asking the right questions to the leaders so that day-to-day decisions can adjust and generate optimal behaviors. This is why the area of ​​Human Resources is an excellent environment for agents of change to emerge. This is because change agents in Human Resources have a better sense than other leaders of social changes and cultural policies of the organization, can better predict the need for change, whether in the culture of the company , the motivation of employees or productivity in the workplace. They are in a privileged position to promote the changes demanded by the Digital Transformation of organizations (Caldwell, Herold & Fedor, 2004).
What are the key implications for management practice? 
Directors must guarantee that the change procedures are completed normally, abstaining from disturbing the ordinary activity of the association. For this, it is fundamental from one viewpoint, that the staff is set up for the change and, then again, that the correspondence is smooth, with the goal that every one of the workers realizes the change that will happen just as the future ramifications. While the facts confirm that in the present focused world, the vast majority of the requirements for change happen abruptly, the organization must have a development plan dependent on its vision and mission to oversee inward changes. Notwithstanding an improvement intended to address disappointments and shortcomings in its present activity, low yields or poor outcomes got in specific areas (Judge, Thoresen, Pucik & Welbourne, 1999).
As to advancement of business sectors, supervisors must almost certainly exploit openings in the earth, realize how to foresee changes and have the adaptability to do as such rapidly. Go above and beyond than their rivals. If there is no force within the company that has this capacity and can decide, an effective external orientation should be sought from an external agent who, in the short term, proposes viable and rapid options. The changes must be approached as an own management of the corporate operation and not as an extraordinary and isolated task, it is part of the torrent of normal activity carried out by the organization. The organizational change is normal for not to conceal their issues however take a shot at amending them. Emergencies must be made do with inventive thoughts, creative mind and basic leadership control (Judge, Thoresen, Pucik & Welbourne, 1999). 
The organization and the directors or even manager must beat all challenges, making exchange the essential apparatus to persuade the rest of the staff to adapt for the change. This exchange must be joined by the inspiration that clarifies the proposed changes, the advantages that they infer inside the association, crafted by the workers and the associations with outside substances, if appropriate. This perspective has incredible significance to defeat the conceivable escape from the progressions that emerge. This ought to include the staff and make dynamic members of the exchanges that may emerge, and acknowledge their recommendations in the event that they serve to improve the system. In the event that somebody possesses an organization, they need its prosperity, to advance with the earth, to work productively, to be a piece of the development and not to remain out and about where such a large number of organizations have remained. So as to do as such they have to assess how decidedly ready their bosses are for overseeing change (Battilana & Casciaro, 2012).
Why should we study organizational change?
According to the organizational change experts, we are facing an era of permanent transformation where companies are in constant need of adaptation due to globalization, technological advances and other factors. Changes are difficult and many are reluctant to go through this process, especially when forced to do so. The management of strategic change has become an increasingly unavoidable need in current times, for reasons that have already become commonplace in literature. The situation of the world and of humanity that inhabits it is unique and unprecedented in terms of theory and history, according to different criteria, and this makes it even more difficult to direct and implement processes of change that, paradoxically, are increasingly necessary, and above all much more now than in the most stable, predictable or structured situations in strategic terms that existed only about thirty years ago (Roberts & Levine, 2014).
The organizational change has become one of the hottest concepts in recent years, from the environmental conditions. The gradual understanding of the need to adapt proactively to the circumstances, to abandon practices and mental models that are past and even successful at the time, but not congruent with reality, and to unlearn what has been learned, have generated multiple debates about the content and approaches to organizational change. Organizations are in constant interaction with the environment, are objects and subjects of the changes that occur in it, and in fact cause them voluntarily or involuntarily with their action and receive in themselves the effects of such changes. Therefore, it can be affirmed that organizations live in change, and that they develop consciously and directed to the achievement of certain objectives is usually called planned organizational change (Herscovitch & Meyer, 2002).
It is not possible to effectively manage a process of strategic change that does not integrate, from the perspective of its administrative treatment, the changes of the technical subsystem, the human and the management of the entity; some will necessarily affect the others independently of the wishes or administrative actions, and the best alternative is to foresee what such impacts may be, what their depth and scope will be, and how they can be modulated and exploited in function of the integral quality of the process. Considering the need to strategically promote internal changes that modify the situation of the environment in favor of the organization for example, in search of a leadership position in the market, to transform in depth the external image of the entity or generate new and radically different needs in a group of clients or current or potential publics (Dutton, Ashford, O'Neill & Lawrence, 2001). 
Conclusion
Organizations must be able to identify in advance what will be the key changes in each of the organizational subsystems according to the objectives that are strategically pursued, and evaluate the various management alternatives derived from the multiple impacts that will surely occur. In a reactive approach, which is the traditional and most used in organizations, the management of strategic organizational change begins, at best, since they begin to notice by management the first symptoms of the unsatisfactory situation, or the first manifestations of difference between objectives and results achieved in the short, medium or long term (Roberts & Levine, 2014).
Immediately and almost automatically, they start to throw what is happening against what they feel should happen, that is, they compare the current state with the desired one. And from that moment on, the mental construction of an ideal desired state begins, towards the achievement of which all organizational efforts must be oriented afterwards, especially the planning efforts of the strategic change process. Under a proactive approach, more suitable for such frequent and deeply changing as the current environment, management of the organization should orient and move towards a mode of existence in a constant change (Herscovitch & Meyer, 2002).
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