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[bookmark: _Hlk39791670]1. A Critical Literature Review
The issue of organisational change, with reference to any mode of change elevated towards having to deal with change in product phases is an issue of greater value to any organisation. It helps the company to keep up with the dynamism of the aggressive marketing strategies employed by the competitors (Austin and Gaither, 2016). According to Coleman and Thomas (2017). There is appreciation of both the external and internal forces as impacting the level to which organisations are supposed implement their changes is a form of safe play to the issue of change. However, much of change has been instigated more by the external than internal forces in any given market and industry (Diab, Safan and Bakeer, 2018). Many times, these organisational changes have been transformed into an overall organisational transformation where there is a great level of overhaul of the different facilities and strategies so as to accommodate a rampant change in the factors and forces associated with the market itself (Hansell, 2018). Some of the changes are just typical and can be found within the organisation involving the need to change the applicable technologies, changes to the physical and cultural settings practiced by the firm (Tanner and Otto, 2016). These are changes that have to be described from the basis to which they are able to impact the skills and values of the employees as well as their attitudes to be able to effectively develop a system that will effectively help in creating a proactive system that would help improve the value of the company within the given industry it is operating in (Fetisova, 2015). It is for this reason that the focus of change is effectively determined from the basis of consideration of application to many fronts.
According to Bakari, Hunjra and Niazi (2017), change in an organisation is usually based on changing the culture with the main focus being the vision. Cameron and Green (2019) rather viewed this issue of change from a different perspective with the focus being on the structure of the organisation. In structure, there is a clear focus on the positions in the organisation. It is also valuable to appreciate change from the basis of Correll (2017) with the main issue being the systems. In this regard, the focus would be on the programmes being run by the organisation and needs to be changes into a formidable system that accommodates more value. Irefin and Mechanic (2014) on the other considered change as being a subset of the impacts of the people in the organisation. In this case, the main consideration was the focus on the facilities that would make the entire human resource system more productive. It is therefore important to focus on Coca Cola Company from the basis of any of these changes that need to be implemented within the capacity of the company having to change its products over time to match the aggressive competition by the other companies in the same industry. 
Success Factors in Management of Change
The critical analysis of change from this basis is all focussed on a mixture of the aspect of organisational development from the product sector as was grown from the scientific management theory as well as the aspect specialised bureaucracy as defined by Weber’s principles (Aslam et al, 2018: Gabutti and Cicchetti, 2017). 
According to Bakari, Hunjra and Niazi (2017) every organisational change process is planned as opposed to being spontaneous. The main objective is a deliberate effort to have the system improve in terms of the level to which it is valued by the customers. This is also a matter that is settled on the basis of the very fact that the same customers will determinately increase the level to which they value the company products. The issue of change with respect to Coca Cola Company has not come at an instance. It is an afterthought of aspects that have consistently defined the level to which the company has been able to clearly create a differential programme that would increase its value systems over the next elongated period of time (Mohamed and Omwenga, 2015). In the recent past, there were many times Coca Cola Company was playing second fiddle to decisive strategic decisions by its main competitors, Pepsi Company. However, this is an issue that changed after the Coca Cola Company management to take initiative to bring in change to the operations of the company. According to Randeberg and Selvik (2014), the company was suffering as a result of a collection of aspects which were later identified as; inappropriateness in the line of reporting, the quality and speed of parking of the finished products, product lines that had outlived their product cycles and the employee team and top management relationships not operating to the required level optimum (Gabutti and Cicchetti, 2017). 
In 2012, Coca Cola Company announced the need to restructure its operating structure. This was part of the many management and organisational changes that needed to be implemented at the company as a whole. According to Sarhaye and Marendi (2017), the company was also planning to streamline its main focus and also be able to expedite its refranchising so that there are independent bottlers serving the company with bottles that are already made and created for the respective company products. With its focus on North America, the company management and stakeholders noted that its businesses will be segmented into a form of traditional setting company and the operating model of the bottler will be in two forms; the Coca Cola North America and Coca Cola Refreshments (Brownlee, Dmytriyev and Elias, 2017). The company had consolidated its leadership the previous year and was now focussed on restructuring its operations. From the basis of Tanner and Otto (2016), this is a process that was done so that the company focusses on key markets, streamlines its reporting and provide a valuable level of flexibility so that the business could be adjusted within the given geographical systems that the company is interested in operating (Petrou, Demerouti and Schaufeli, 2018). With this in mind, there are several leadership changes that had to be implemented within the company operation systems. There are respective heads of the different respective areas that make up the company. For instance, there was appointment of Sandy Douglas as the Coca-Cola North America. This is a leader that was to be in charge of all the brands in the North America, the foodservice area, brand commercial, the retail sales as well as research and development (Middleton, Harvey and Esaki, 2015). The other areas had changes implemented was the Coca Cola refreshments and the operations of bottling in North America which later became part of the Bottling Investments Group with a new president Paul Mulligan appointed. Initially, he was serving as the head of commercial practices as well as the region director of the Japan as well as Latin America operations in the same area. One factor that is clear in this case is that there is a change to the management practices in many of the areas associated with the same company (Church et al, 2018). 
According to Maheshwari and Vohra (2015), such changes are usually implemented through a process that has some of the people that were initially in these positions being sacrificed. It is because someone has to be relinquished a post for another one to take over as the new leader (Cawsey, Deszca and Ingols, 2015). It is a management practice that however implements the aspects of scientific management and bureaucracy where there is a focus on jobs being broken down into smaller pieces that are all well managed by the respective competent manager (Gabutti and Cicchetti, 2017). For instance, it was proved that the two leaders that have been mentioned above were proven to have experiences that were very extensive and they were considered to be leading to the process of making a great team (Irefin and Mechanic, 2014). 
There is a lot of positive information that is written about the respective managers that were appointed within the different respective teams but the overall operations are based on the fact that value and sufficiency are based on the idea of there being a successful application of the different improvements they would bring to the company in their new roles (Tanner and Otto, 2016). It is ideally notable that there are several other appointments that were made on the basis of there being a successful implementation of the changes that were supposed to happen later on after they have been implemented (Friedman et al, 2016). 
According to Diab, Safan and Bakeer (2018), it is now quite important that there is consideration of the impacts that are brought to the company by the changes that were implemented from the basis of the company operations in view of the new appointments and merging of some of the product groups (Gunty, Van Ness and Nye-Lengerman, 2019). This type of categorisation is quite important because it leverages the fact that a company will be in a position to measure the levels of changes that have occurred after the effective implementation practices (Cawsey, Deszca and Ingols, 2015). 
Organisational Change
The changes that were being implemented at this level were a direct response to the performance of Coca Cola products in the beverage industry over the years (Hamlin and Russ-Eft, 2019). It is therefore referable to determining the level to which these steps of organisational change had an impact on the way they enhanced the development of the organisation both in the short run and in the long run (Tanner and Otto, 2016). After implementation of these changes, the chief executive officer of the company considered in his address on the changes that Coca Cola was now ready to leverage the required level of flexibility that would help in returning the company to the traditional company that Coca Cola is and then implement the new operating model with a clear focus on North America (Sarhaye and Marendi, 2017). This implementation was effectively captured in a research carried out by Ware (2014) who noted that these were identifiable changes that needed to be implemented to make sure the company returns to its original capacity as one of the best in the world of the beverage industry (Cawsey, Deszca and Ingols, 2015). 
In implementing these strategies, it was notable that value and sufficiency were considerably defined based on a collection of factors that were to be supportive of the same system. On the same basis there was need to focus on the supporting factors that would lead to implementation of the systems that were supportive of the ideal strategies that were being undertaken by the company (Hinds, Neeley and Cramton, 2017). 
According to Austin and Gaither (2016), every strategy must have associated indicators that determine its successful implementation. These may be internal or external and that may all depend on whether the company focussed on the internal factors or the external applicators. From the basis of Coca Cola Company, it is clear that there are some issues that showed that the strategies were gaining value with the results being the main factors to consider (Bakari, Hunjra and Niazi, 2017). One of the most significant factors associated with these changes was the level to which the rest of the Coca Cola teams were able to engage in abundant and purposeful participation in the programmes. The beverage industry is quite dynamic. New inventions were coming in fast and within a shortened period of time. A contingency plan needs to be implemented to cure this. That is why the top management started including the role of the different parameters in implementing a strongly factored change process as it was at Coca Cola Company. This is a very important step because the administration is totally aware that the success of the strategy needs to be communicated to the right stakeholders to be able to fit all the applicable stakeholders (Ionescu and Bolcaş, 2018). This is aspect that starts from within the company. For instance, all the respective respondents to this issue recognised with earnest the fact that there must be an in-inclusion criteria that would be used in alleviating progress within certain areas of practice (Tanner and Otto, 2016). This method also values the fact that the employees are also part of the system that would bring success to the company. 
To implement such a plan, there has to be group standards that are set in such a way that they help in increasing the possibility that the plans will be successful (Cawsey, Deszca and Ingols, 2015). For instance, the case of Coca Cola would oversee a successful implementation of a system that would have the entire north Americas system working in one form of harmony to implementing the new changes (Cameron and Green, 2019). The CEO of the company initiated the need to appreciate the power of participation within the system. According to Cawsey, Deszca and Ingols (2015), this is a method that is useful in increasing the acceptability of the new system within the ranks of the organisational operations. The groups develop like-mindedness and a participatory approach to the system as it is (Ling, 2017). However, all these are implemented successfully by use of a clearly set out forms of leadership that will naturally be an issue of great value to the company as a whole in the end (Coleman and Thomas, 2017). 
One factor that has to be appreciated from the basis of these changes is that the company was suffering from its brands being overtaken by the rival firm products, especially the products from Pepsi Company (Mwendwa, 2016). For instance, in the late 1980’s, the company had launched a new product, the New Coke. This is a product that was never appealing to the public domain in view of the customers. The company therefore decided that it would be prudent to replace it with the older formula. This was a method of responding to the consumer preferences in the market so as to maintain its appeal that was already in existence (Correll, 2017). The company also noted that there was no need to continue releasing sugary products especially in a world with the changing trends being geared towards healthier living. The company on that basis released products such as Enviga, Diet Coke and Coke Zero which was practically part of a system that was required to implement such a process (Narel, Yaeger and Sorensen, 2019). The success of this initiative f change at the company was implemented because of four major aspects that have to be considered. First, the company and employee system highly supported the human resources team to make sure that this is imp0lemented. They then executed a buy-in ion which case they sacrificed some brands for the same of others that were in the right level of operations (Diab, Safan and Bakeer, 2018). They then created a plan after which there was the execution team that was appointed to implement this change. It can be considered on that matter that the success of the process was all based on the competence of this team, which was successfully and completely tasked with overseeing the traditional market leader in Coca Cola coming to retake the market again. However, one other factor as noted from the basis of Fetisova (2015) is that the company was never able to recapture some markets that Pepsi had established themselves in especially in the Asian regions (Neeley and Çekin, 2017).
The other issue that is seen as being a success factor in the process is that of making sure that the company and the process is completely supported by the top management of the company (Oreg et al, 2018). The case of Coca Cola is an example of the impacts created by the top management in supporting change. First, the change process was initiated by the CEO of the company, in complete consultation with the company shareholder groups (Gabutti and Cicchetti, 2017). It was an initiative that was supported by the company top management with the expected levels of focus being on the expected levels of resistance. For instance, appointment of the two top managers as can be noted in this case is an issue that will naturally attract changes to the different aspect of the company (Pries-Heje etal, 2018). However, by appointing a top and experienced manager, the possibility that there will be a high level of resistance is minimised. According to Hansell (2018), this is a consultative management style that focuses on the process of there being a successful implementation of the processes that would naturally be acceptable by the majority of the employees and other managers based on the fact that the work conducts of the selected leader is quite known (Irefin and Mechanic, 2014). This is a management team that formed a great group, supported by those in the lower positions of management but within the working responsibility of this change. A theoretical perspective by good management proponents as can be noted from the basis of Kotter’s theories (Maheshwari and Vohra, 2015) brings to focus four main factors that can be seen to have supported this change process at the company. First, the power of the position was clearly appreciated. This is because the top management selected someone with the required level of expertise as to be accepted and appreciated by the rest of the team members (Tanner and Otto, 2016). It is also a factor that finds out the very fact that there are enough team players on the board that would be used to implementing the change process. Apart from that, there is the issue of on the level of expertise available and able to help in implementing the change process (Mohamed and Omwenga, 2015). The credibility of the group is another factor that will be considered on the very basis fact that allows for an effective value to the change process. The chosen top managers to lead North America had a rich history in top levels of management. They are able to oversee a change process that allows for an effective value addition to the company. In the ends, it was clear that the choices made by the top management teams was correct because the company was able to realise a substantive level of value and change in the end (Middleton, Harvey and Esaki, 2015). 
One of the most important and appreciated factors is that there was the factor of organisational change that would naturally be useful in making sure that value is added to the company and its operations. It is clear that there is need to reinstall Coca Cola as the leading beverage company in the world (Randeberg and Selvik, 2014). All these are to be implemented through the process of implementing organisational change as a tool for enhancing organisational development. Quite succinctly, the choice of the change management at Coca Cola Company is an example of how an effective change process can be implemented when good leadership has been put to application (Voyant et al, 2019). It is also the best way to appreciating the process of change as being the main factor in implementing change and increasing the possibility that value will be gained from the current process for future progress (Petrou, Demerouti and Schaufeli, 2018).
[bookmark: _Hlk39791786]2. The Reflection
The issue of change, as can be seen from the content of this module is quite dynamic in terms of the way it is implemented. It has come to my attention that the way change was implemented in the mid years of the 20th century is not the same way it is being implemented in the current systems defined by the years 2010. All these are factors that are put to practice through an enabling environment that has been put by the current management in the company. Coca Cola is an example of a company that has the correct and competent management team that makes decisions that are decisive to its value and progress. This is an issue that has been enabled through setting up goals that are achievable within a given time period.  However, my main interaction with the content of this module has been able to create a clearly set out break-even point with understanding management content. One of the first progressive values achievable in this case is that which is relatable to engagement with literature skills. Through the process of going through just so much literature, I have been able to point out the fact that there was need to understand a collection of facets about the issue of implementation of management decisions. 
There was also the issue of reference to the cognitive and intellectual skills as well as the effective application of the same. First, I have learnt through this module content that value is usually gained from the basis of having to initiate the identity of a problem. After that, there is need to establish the level to which the problem was resolved. This is a top management process as can be noted from the basis of Austin and Gaither (2016) who processed the way ideas that are workable can be put together. I totally agree with this foundational knowledge on management as it sets the precedence for my future application as a manager in the business field (Sarhaye and Marendi, 2017). The other issue that is quite plausible is the level to which the top management will reduce the level of resistance of management to the change process. 
According to Cameron and Green (2019), making sense of a change process must start with contending with the associated challenges. There are other few aspects that come out from this level of reflective association with the content of the module. First, the top management teams need to control the feedback on the progress of change, provide and also have a supportive environment, develop a vision and goals that are quite clear and have a planning process that is purposeful. All these have to be implemented once the top management teams identify the need for changes. From the basis of Coca Cola Company that was the case company, I have deciphered that the top management was able to identify the fact that some of the company products were not doing all too well leading to the need to make changes from the level of the top management systems. On the same basis, there was need to establish a focussed group that would specifically deal with the contingency situation that needs to be implemented in the process. 
This knowledge is quite useful in the long run because it has been able to expose me to new ways of resolving issues and the level to which practical change management process will need to be implemented. As a future human resources manager, this information is handy. It has also exposed me to the way references need to be looked for and applied in the way valuable way. It is therefore clear that value is obtained from having to deal with the effective progressive developments that are part of the system useful in making sure that the success of the business is effectively implemented (Smither, Houston and McIntire, 2016). 
[bookmark: _Hlk39791885]3. Conclusion 
The factors binding the aspects of organisational change are quite succinct. It is clear that the management of an organisation must take that bold step, against all the odds to make sure that value and sufficiency are obtained at the point of implementing the change process in the company. In this review, it has been noted that there are issues affecting the Coca Cola product in the market leading to the need for an organisational change. In view of this literature findings, it has been noted that the main change was happening in the North American market where there was a change to the management practices within the country and within the industrial system. Respective actions were undertaken to implement the change process within the systems of the company, and it was also plausible noting that value and sufficiency are obtained from the very fact that the top management had to involve very many stakeholders in the process. it has been found from this finding that any change process is a tool that is useful in enhancing organisational development, but only when implemented in the correct manner. It is a decision that was successfully implemented by Coca Cola and became a fruitful example of how change can be implemented at such a level. 
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