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Introduction
The dynamism in the business environment necessitates firms to make organizational changes for better positioning in the market they operate.  Further, the competitive business environment requires firms to establish strategic changes to gain a competitive edge in the markets they operate as well as ensuring their survival (Barton Cunningham and Kempling, 2009). However, organizational changes usually fail attributable to lack of prior research and planning on the impact of changes to the organizations .besides, lack of engaging employees fully has been a cause of organizational changes failure since they are the key agents for effecting changes. Further, the change initiatives fail due to lack of matching organizational resources with the required change objectives and goals. This study establishes the change initiatives matters of GMTC through establishing the causes of the organizational change initiatives to fail. Some of the issues with the company’s change initiatives lie with the company’s structure, culture, ineffective communication, leadership and management, and the degree of employee engagement within the organization (Saylor.org, 2017). Further, the article addresses the sources of barriers to effective change initiatives in GMTC. 
GMTC Leadership and Management
An organization leadership and overall management have a significant impact especially during initiation and changes execution. The management of an organization is responsible for planning, directing, controlling, organizing, and staffing. Thus, a flaw in either of the management functions impacts significantly on the success of strategy implementation and execution (Barton Cunningham and Kempling, 2009). GMTC leadership and management indicates various flaws including micromanagement of employees, power and control conflicts, poor influence on employees, lack of inspirational leadership and poor communication system. These negative factors are solely a responsibility of poor management in the organization. for instance, micromanagement of employees has been considered as a major contributor to employees de-motivation (Elving, 2005). Employees’ personal issues are very sensitive and making them public in such an organization setting deprives the employees’ confidence and self-esteem. Consequently, employees’ motivation is adversely affected resulting in poor performance as well as their productivity. 
The approach to solving conflict should be confidential and aimed at attaining a win-win situation through the management. Curtis Andrew, a manager was ineffective in planning and lacked the ability to coordinates the subordinates that depends on his leadership. According to Jovanovic (2015), an organizational change initiative should have a strategic plan that the stakeholders focus on in the course of effecting changes. However, Curtis inability to plan and engage employees under his management exhibits the change initiatives failure at GMTC. Lack of appropriate resources planning and management during an organizational change result to change failure as stated by Marsee (2002). 
The leadership structure is also crucial when effecting changes within an organization (Saylor.org, 2017). Most specifically, the degree of interaction between the management and the employees is crucial during change initiatives. 
GMTC Organizational Culture
Corporate culture is an essential aspect of shaping the success or failure of organizational changes. The culture is what binds an organization’s stakeholders and lays the basis of relationships developed between the management and employees of an organization.  Besides, corporate culture enhances a sense of belonging as well as strengthening the social bonds between within an organization setting (Saylor.org, 2017). A strong corporate culture lacked at GMTC with lack of shared beliefs, norms, and values.  Organizational changes create fears and can only be alleviated by the organization’s core values. Further, culture gives the meaning of working together in an organization through allowing the organizational staff to be part of something bigger than their individual being, enhance abiding by corporate norms. The corporate culture exhibited by GMTC depicts poor norms, beliefs, and values. For instance, Peterson direct reporting to the company’s president indicates lack of respect to the usual organizational norms of reporting directly to the immediate boss. It indicates the company’s lack of following the norms of respecting corporate positions. Therefore, the ambiguity in corporate culture at GMTC created confusion in change initiatives of the company due to lack of shared values, norms, and values that would have alleviated fears reduced uncertainty related to changes. 
GMTC weak corporate culture affected the relations between the company and CelluComm and consequently affected adversely the quality of work by the company as well as completing a project behind the stipulated timeframe. As mentioned, a corporate culture affects the relationships between the organization’s members which also spreads to a stressed relationship with other external stakeholders such as customers and trade agents. Therefore, if GMTC had a strong corporate culture, it would have enhanced the relationship with CelluComm and the quality and timeframe of the project would not have been affected. 
GMTC Mode of Communication
Communication is an essential aspect of managing organizational changes. Effective communication management involves sharing of information at the right time and to the right audience (Elving, 2005). This prevents spread of rumors and reduces uncertainty especially to the employees. Effective communication during organizational change is primarily aimed to attain two goals (Barton Cunningham and Kempling, 2009). First, communication is aimed at informing employees about the change policy, their role and as well as other issues relating to the organization. The second goal of organizational communication is to create a community spirit in the organization. Therefore, the goals of communication during change initiatives are the provision of information of the intended changes and the implication of changes after execution. Communication during changes, therefore, emanates from the organizational management to the employees who are the receivers of the information. 
Communication also develops trust and commitment to organizational changes which are considered elements for successful change initiative implementation and execution (Elving, 2005). However, GMTC has a poor communication system in various aspects. For instance, the company lacks an effective communication path and lacks the aspects of who to report to. Peterson consideration of communicating directly to the topmost executives whereas there are other senior managers within the organization illustrates poor communication channel. In a typical organization, the flow of information usually follows a predefined channel for effective collaboration. However, lack of a defined communication at GMTC was one of the main hindrances of change initiatives. Besides, the assistant director of the company (Jeff Hardy) did not communicate to Erik Peterson when changing power supply rating indicating communication failure within the organization. 


Employee Involvement
Human resources management is an important function of change initiatives. The changes involve new roles, tasks, responsibilities among employees which require a careful consideration. Employees usually fear changes due to uncertainties of the consequences of changes (Barton Cunningham and Kempling, 2009). They are usually most affected by organizational changes and thus, form a crucial component of success or failure of changes. Thus, employee engagement and involvement in the entire process does not only reduce their worries but influence their commitment to changes. An organization’s management effects change through employees and thus, it is crucial to share the change vision for successful change initiatives. Besides, human resource planning is crucial in organizing and sharing tasks among the employees (Elving, 2005). Further, employee engagement in the change initiatives should be aimed at motivating the employees to enhance their performance an productivity during the changes.  GMTC did not only engage the employees in the process of changes but also failed to offer them with the pre-requisite training on the changes to influence their performance and commitment positively. 
GMTC case illustrates lack of employee engagement during the changes. The company did not only fail to motivate the workers but also hired inexperienced personnel when effecting changes. GMTC hired Trevor to management the customer service department. The personnel was not only inexperienced but conflicted severally with other workers indicating human resource planning failure in the company. According to Gupta (2015), successful change initiatives management requires a high degree of experience and expertise. 

Sources of Change Barriers at GMTC
Given the consideration of various aspects for successful execution of change initiatives, GMTC barriers to change emanated from various angles.  The barriers exhibit themselves in factors such as ineffective communication, poor human resource planning, lack of strong corporate culture, lack of an effective organizational structure, lack of employee engagement among other barriers. GMTC changes would have been successful in implementing and executing organizational changes if is considered these factors. 
Conclusion
Organizational changes are considered crucial in the dynamic business environment for competitive positioning and an assurance of a business survival in the market and industry it carries out its operations. Therefore, careful planning is a pre-requisite for effective change initiatives with a consideration of various organizational factors. Most organizational changes fail due to employees’ resistance and poor management. However, employee resistance is alleviated by establishing the appropriate approaches to management and planning the human resources among other organizational resources. However, GMTC did not consider various organizational aspects before initiating changes within the organization. the company failed in various aspects including fighting for power and control, lack of employee participation, ineffective communication among other factors. Effective communication and strong leadership would have prevented the resistance change among the employees and share a common vision of the company’s status after such changes.
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