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Introduction 
While globalization has broadened the worldwide market and facilitated the development of numerous enterprises, it has also resulted in a significant rise in competition among companies. Multinational corporations are now confronted with a growing number of competitors and an incessant increase in customer expectations. However, to cope with an ever-changing business environment, companies must familiarize themselves with change management and implement it when necessary. Change management refers to a methodical approach to transitioning individuals, teams, and organizations from their current state to a desired future state. It involves changing a company's processes, organizational culture, job roles, and systems. According to Coetsee, the effectiveness of management lies in their ability to obtain maximum benefits and support from change while minimizing employee resistance and promoting acceptance and support (as cited in Khan & Hashim, 2014). Change management involves altering the activities of an organization, implementing new procedures and technologies, and achieving desired objectives to improve the business environment and profitability. Control, adaptation, and effecting change are different aspects of change management, all working toward long-term sustainability. Organizational change encompasses altering the culture, technology, business processes, employees, rules and procedures, recruitment and selection, job design, appraisal methods, human resource techniques, physical environment, training and development methods, job skills, and knowledge. When the changes are significant, it is called organizational transformation. Change management involves taking all necessary actions to improve the current situation and implementing change strategies for maximum advantages while ensuring the organization's objectives are achieved. Therefore, various concepts are available to support change management, such as the Force field, transformational, Kotter’s 8-step, ADKAR, and adaptive change, which aids companies in comprehending and evaluating driving forces and restraining forces to make better decisions. Based on these change management models, this study analyzes why and how General Motors implemented change and the resultant impacts of implementing such changes across various departments. 
Organizational Overview
General Motors (GM) is a multinational automotive corporation headquartered in Detroit, Michigan. The company was founded in 1908 by William Crapo Durant and has since become one of the largest automakers in the world. GM produces cars and trucks in 31 countries and sells its vehicles under 13 brands, including Chevrolet, Buick, GMC, and Cadillac. GM is organized into four business segments: North America, South America, Europe/Middle East/Africa (EMEA), and International Operations (IO) (Khan & Hashim, 2014). The North American segment designs, manufactures, and sells vehicles in the United States, Canada, and Mexico. The South American segment manufactures and distributes vehicles and parts in Brazil, Argentina, Colombia, Ecuador, and Venezuela. Likewise, the EMEA segment designs, manufactures, and sells vehicles and parts in Europe, the Middle East, and Africa. The IO segment includes GM's operations in Asia-Pacific, including China, Australia, India, and Southeast Asia. Apart from its automotive operations, GM also provides financial services through GM Financial. This subsidiary offers GM customers and dealerships leasing, financing, and insurance services. GM's organizational structure is hierarchical, with the CEO at the top and various departments and divisions reporting to senior executives. The company has a global workforce of over 155,000 employees and is committed to promoting diversity, equity, and inclusion. GM has faced challenges in recent years, including declining sales and profitability in some regions, labor disputes, and recalls of millions of vehicles due to safety issues. As a result, it has often responded by implementing cost-cutting measures, investing in electric and autonomous vehicle technology, and streamlining its operations to improve efficiency and profitability.
Factors that Necessitated Change at General Motors
Internal Factors
	Several internal factors necessitated change at General Motors, including poor financial performance, corporate culture, product design and quality, brand image, and organizational structure. GM's financial performance had been declining for several years, with losses in some years and declining profits in others. Such poor performances were partly due to the global financial crisis of 2008 but also due to inefficiencies and bloated costs within the company (Khan et al., 2017). Besides, it had a culture of bureaucracy and complacency, with many employees’ and managers’ resistant to change. As a result, implementing new ideas and improvements became challenging, leading to a lack of innovation and agility. Equally, GM had a history of producing cars with poor quality and outdated designs, which made it difficult to compete with rivals such as Toyota and Honda. The trend contributed to a significant loss of market share and reduced sales. Its brand image had been tarnished by several high-profile recalls and safety issues, which eroded consumer trust and confidence in the company. Finally, GM's organizational structure could have been more complex and bureaucratic, which made decision-making slow and inefficient (Harrison et al., 2021). It made it difficult for the company to respond to market changes and consumer preferences. In response to these internal factors, GM implemented a series of changes, including restructuring the organization, improving product design and quality, investing in new technology and innovation, and fostering a more customer-centric and agile culture. However, these change management frameworks still needed to generate significant results to help it regain profitability, improve its brand image, and become more competitive in the global market.
External Factors
	Several external factors triggered GM's need to implement change management practices to enhance performance, such as economic downturn, increasing competition, changing consumer preferences, government regulations, and technological disruptions. For example, the global financial crisis of 2008 had a significant impact on the automotive industry, including GM, leading to a decline in sales, a decrease in consumer confidence, and a reduction in available credit for car buyers (Laig & Abocejo, 202). Therefore, this company could only overcome this tempting situation by implementing new financial and economic domains within its operations. Besides, GM faced intense competition from domestic and foreign automakers, particularly from companies such as Toyota, Honda, and Ford. These companies gained market share by offering more fuel-efficient, technologically advanced vehicles and competitive pricing. Equally, consumer preferences shifted towards smaller, more fuel-efficient cars and away from larger, less fuel-efficient ones. GM's product lineup at the time was largely focused on larger, less fuel-efficient cars and trucks, which disadvantaged the company (Galli, 2019). Besides, governments worldwide were implementing stricter emissions and fuel efficiency regulations, forcing automakers to invest in new technologies and redesign their vehicles to comply with them. Likewise, the automotive industry was experiencing a technological disruption with the rise of electric vehicles, autonomous driving technology, and connected cars. Therefore, GM needed to adapt to these new technologies to remain competitive. However, to address these external factors, GM made several changes, including developing new fuel-efficient and electric vehicles, investing in new technologies such as autonomous driving and connected cars, and restructuring the company to be more agile and responsive to market changes. 
Change Management Models: Planned Models
Kotter’s 8-Step Model 
Step 1: Create an Urgency 
	The GM began analyzing this situation by addressing internal and external factors that necessitated change and creating a sense of urgency among employees and stakeholders. The approach helped communicate the need for change, highlighting the risks of inaction and showing the potential benefits of change.    
Step 2: Form a Powerful Coalition
	The step emerged important in driving change because the need for change became clear by creating a power collation of leaders and change agents. The coalition contained people with authority, expertise, and influence to lead change efforts and overcome resistance. It implies that adopting this framework made sure that any barriers to implementing the desired changes were eliminated.    
Step 3: Create a Vision for Change
	In this step, the institution created a vision for change that compelled its team to achieve the desired goals. However, the change management team created compelling, clear, and achievable goals to achieve this. Equally, they communicated the desired goals across departments to ensure that everyone understood the direction and purpose of the change effort. 
Step 4: Communicate the Vision 
	Despite developing change management frameworks, it is often important to communicate such goals. As a result, the change management team achieved these goals by communicating visions and goals effectively and repeatedly to ensure that everyone was aligned and worked toward the same goals. 
Step 5: Empower others to Act on the Vision
 Generally, to implement the vision for change, employees should always be empowered to act on the vision. As witnessed by GM, its team achieved this by providing training, resources, and support to enable employees to take ownership of change efforts to contribute to its success. 
Step 6: Create Short-term Wins
Short-term wins should be created to demonstrate progress and build momentum for the change effort. Upon developing the desired change management goals, the GM change management team aligned them with short-term wins. These wins were visible and meaningful and were celebrated and recognized to reinforce the value of the change efforts.  
Step 7: Consolidate Gains and Produce More Change
	Consolidating gains and producing more change requires significant efforts to realize the change. However, in the case of GM, the institution embedded it into the culture and process. It involved implementing new policies, procedures, and structures and ensuring that the change efforts were sustained over the long term.
Step 8: anchor New Approaches into the Organizational Culture
 	Anchoring the new approaches in the culture of GM, the change effort should be institutionalized and integrated into the values and norms of the organization. In line with this, GM motors developed new training programs, performance metrics, and reward systems that reinforced the new approaches and behaviors among its stakeholders.  
ADKAR Model
The ADKAR change management model often comprises five steps: awareness, desire, knowledge, ability, and reinforcement. These steps were vital in addressing change management issues at GM (Fernandes et al., 2021). For example, the first step involved creating awareness among employees about the need for change, the reasons for the change, and the potential impact of the change on the organization. GM achieved this by communicating, training, and building awareness among its stakeholders. For instance, this step involved communicating the internal and external factors that necessitated change, including poor financial performance, increasing competition, changing consumer preferences, government regulations, and technological disruption (Bekmukhambetova, 2020). The second step involved creating a desire among employees to support the change initiative. It involved employees in the change process and ensured their feedback helped decision-making. For example, at GM, this step involved creating a desire among employees to support the change initiative by involving them in the change process, soliciting their feedback and ideas, and creating a culture of innovation and agility. Step three involved providing employees with the knowledge and skills they need to support the change initiative. For example, it involved providing employees with the knowledge and skills they need to support the change initiative, including training on new technologies, processes, and procedures and mentoring and coaching to help employees adapt to the changes. Step four entailed providing employees with the tools and resources to support the change initiative. For instance, it entailed supplying employees with the tools and resources they need to support the change initiative, including new technology, equipment, and other resources that enable them to work more efficiently and effectively. Step five entailed reinforcing the change initiative through recognition, rewards, and other incentives (Bekmukhambetova, 2020). For instance, GM reinforced change initiatives through recognition, rewards, and other incentives that recognize and reward employees for their contributions to the change effort. 
Transformational Change Management Model
The first step in the Transformational Change Management Model is to establish a sense of urgency. It involved identifying the internal and external factors that necessitate change and communicating the need for change to all stakeholders. The step involved communicating the need for change, highlighting the risks of inaction, and showing the potential benefits of change. The second step in the transformational change management model is to develop a vision and strategy for change (Sedej, 2021). It entails creating a compelling and achievable vision for the organization's future and developing a strategy to achieve that vision. For example, this step helped GM develop a vision and strategy for change focused on improving financial performance, enhancing customer satisfaction, and promoting innovation and agility. The third step in the Transformational Change Management Model is to mobilize commitment. It includes getting all stakeholders to buy into the vision and strategy for change and commit to supporting the change initiative. For instance, this step helped GM to mobilize commitment by involving employees in the change process, soliciting their feedback and ideas, and creating a culture of innovation and agility (Sedej, 2021). The fourth step in the Transformational Change Management Model is to manage the change. For example, it entails implementing the change initiative structured and systematically while ensuring that employees have the knowledge, skills, and resources needed to support the change effort. Therefore, GM might have benefited from this step by managing the change by providing employees with the training, tools, and resources they need to adapt to the changes while also monitoring the progress of the change effort and making adjustments as necessary. The fifth and final step in the transformational change management model is to sustain the change. It involves embedding the changes in the organization's culture and processes and ensuring they are sustained over the long term (Sedej, 2021). For example, this step helped GM to sustain the change by creating new policies, procedures, and structures that reinforce the new approaches and behaviors and developing new training programs, performance metrics, and reward systems that promote the new culture.
Adaptive Change Management Model
The adaptive change management model is segmented into various steps, including assessing the need for change, building the change leadership, defining the change initiatives, engaging stakeholders, implementing the change, and sustaining the change. The first step involves understanding the internal and external factors driving the need for change and identifying the required changes (Alshahrani, 2020). For example, GM used this step to assess the need for change by conducting a comprehensive analysis of the internal and external factors affecting the company's performance, such as financial performance, increasing competition, changing consumer preferences, government regulations, and technological changes disruption. The second step involves assembling a team of leaders with the skills, expertise, and authority to drive the change initiative. For example, GM used this step to build a change leadership team that includes executives, managers, and other key stakeholders who can provide the leadership and support needed to drive the change initiative. The third step involves developing a clear and concise definition of the required changes and the goals that must be achieved (Alshahrani, 2020). For instance, GM used this step to define the change initiative by developing a clear and concise vision and strategy focused on improving financial performance, enhancing customer satisfaction, and promoting innovation and agility. The fourth step entails communicating the need for change, building support for the change initiative, and involving stakeholders in the change process. GM used it to engage stakeholders by communicating the need for change, soliciting their feedback and ideas, and involving them in the change process to build support and ownership of the change initiative. The fifth step entails planning and executing the change initiative in a structured and systematic way. It helped this institution to implement the change by developing a detailed implementation plan, identifying the resources needed to support the change effort, and executing the plan in a structured and systematic way (Alshahrani, 2020). The final step involves embedding the changes in the organization's culture and processes and ensuring that the changes are sustained over the long term. 
Leadership and Cultural Change
	Between 2000 and 2009, Rick Wagoner served as CEO and Chairman of General Motors. The company suffered losses exceeding $85 billion during his tenure and ultimately declared bankruptcy. Despite his efforts to increase profits through various strategies, Wagoner failed to make necessary decisions and often made unwise choices, such as prioritizing electric cars over hybrids (Bayomy et al., 2012). While employees appreciated him, analysts criticized him as a leader who lacked judgment and was unwilling to make tough decisions to rebuild the company, often ignoring advice from analysts recommending significant cost reductions and operational changes. As a result, when the US government gained control of General Motors, Wagoner was asked to resign and was replaced by a series of leaders, including Fritz Henderson, Edward Whitacre, and Dan Ankerson (Hayes, 2022). Under Whitacre and Ankerson's leadership, the company made significant changes. Whitacre was a transformational and charismatic leader who understood the company's issues and the urgency for change. He set new goals for the company to succeed in the global market through cost reduction and structural reorganization. To achieve these goals, GM first reduced the diversity and number of its models, reducing employees from 228,000 to 101,000 between 1998 and 2009, including a decrease in factory workers by 20,000 (Bayomy et al., 2012). The company also reduced employee dependency on bureaucracy by giving them more power and responsibility, but this strategy also meant significant wage reductions for the workforce. Second, GM decided to sell unprofitable brands such as Hummer, Saab, and Saturn and phased out Pontiac, focusing instead on core brands and pursuing a rebranding strategy to improve its image and win back customers. GM also invested in technology programs to improve its cars and satisfy customers' expectations.
Resistance to Change
Employee Resistance to Change 
When the government took over General Motors, there was much speculation among employees. Significant changes, including cost reductions, were made to rescue the company from the financial crisis. It caused fear and anxiety among the workers, who saw their salaries decrease and their responsibilities increase. Some employees resisted change due to fear of new responsibilities and dissatisfaction with their reduced salaries. It threatened Whitacre's change initiatives (Busari et al., 2020). However, to address this, Whitacre sent an email to the entire company stating that a smart company adapts to the needs of the business and that the major leadership changes were over. Unfortunately, given the significant changes, some employees needed more attention to the email (Fauzan, 2020). Effective communication, well-managed change management, and employee empowerment and involvement helped workers embrace change and again make General Motors a leader in its industry.
Trade Union Resistance 
The company, however, encountered opposition from the United Auto Workers union (UAW), with which it had several agreements, including job security, high wages, and health services and pensions for every worker. The company's cost-cutting program, which focused on reducing employee wages and benefits, did not sit well with the UAW. As a result, there were many discussions and negotiations between General Motors and the UAW to reach new agreements that aligned with the economic crisis. Eventually, the UAW made concessions by agreeing to halve the wages of new employees and cut the cost of pensions, provided that the company established an independent trust fund.
Results of the Change
Conducting a successful and effective change can be challenging for any company, especially if the change is sudden and unexpected. Despite facing some obstacles, General Motors implemented various strategies that ultimately reduced costs by $15 billion and slowed emergence from bankruptcy. By focusing on cost-cutting measures and rebranding efforts, the company achieved a profit of $4.7 billion in 2010, marking its first profitable year since 2004 (Bekmukhambetova, 2021). These successful strategies helped General Motors regain market share and enabled it to become a leader in the automotive industry, ultimately leading to impressive financial results.
Recommendations
We have observed that General Motors (GM) implemented changes in the company to increase sales volume and maintain market share worldwide. Therefore, more than these changes were needed to maintain the business's position and competitiveness in the international market. However, several recommendations are suggested to GM to achieve its turnaround goals and increase sales and market shares. First, it must produce fuel-efficient automobiles that meet customer needs. GM's product line has been criticized for its poor fuel efficiency, which has led to a loss of reputation and market share (Sulistiyani et al., 2020). Equally, the company should focus on producing fuel-efficient automobiles such as hybrid and battery-volt cars to address this issue. It will help maintain the company's sales and enhance customer loyalty and market share. Secondly, it must improve public perception of the company by enhancing product quality and customer service. Public perception is critical, and GM must improve its product quality and customer service (Henelt et al., 2021). Therefore, doing this will alter the public perception that their money is being used correctly, and they will appreciate the company more.
Conclusion
This report highlights how General Motors, which was previously thriving but suffered during the 2008 economic crisis due to poor management and high production costs, could recover in the global market through effective change management. Despite facing resistance from various stakeholders during the implementation of its change, the company succeeded by utilizing strategies such as effective communication, well-managed negotiations, and focused and efficient management. Through these efforts, General Motors was able to reestablish itself as a leader in the international automotive industry.
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