
[image: Text, logo

Description automatically generated][image: A screenshot of a computer

Description automatically generated with medium confidence]

Executive summary 
Successful strategic change implementation in today's complex and rapidly changing business environment requires a well-planned change management strategy that is effectively communicated, implemented, and supported. Using a suitable change management model, such as the McKinsey 7-S Framework, Bayer may successfully implement the suggested change and overcome the challenges of the business environment. As an added bonus, effective leadership philosophies like servant leadership and transformational leadership can facilitate the transition to the new norm by fostering participation from staff, creating a supportive work environment, and winning over sceptical employees. Throughout the change process, the organisation must prioritise openness, communication, training, and support, and it must regularly assess and adjust its change management plan. With these recommendations in mind, Bayer will be more equipped to deal with the complexities of the corporate world.
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[bookmark: _Toc130490583][bookmark: _Toc130491062]Introduction 
Organizations need to be flexible in order to survive and thrive in today's business environment. The pharmaceutical and life sciences conglomerate Bayer is not an exception to this rule. In order to successfully implement strategic changes in the face of a challenging and ever-evolving business environment, Bayer must rely on strong change management practises. The goal of this research is to help Bayer select an appropriate change management model and develop a strategy for adopting that model to bring about a needed strategic shift inside the company. The study will also include a step-by-step procedure for executing the change strategy, as well as an examination of the leadership methods and styles that would be most appropriate for initiating and implementing the proposed change. In the end, the study will look at how the change strategy will affect the culture of the company. Bayer can thrive in the dynamic and uncertain nature of the corporate world by employing tried-and-true methods of change management and leadership.

[bookmark: _Toc130490584][bookmark: _Toc130491063]Section 1
 In 1863, Bayer, a German pharmaceutical and life sciences conglomerate, was founded. Bayer's business practises and organisational structure have gone through many shifts throughout the years. The company branched out into chemical manufacturing in the early 20th century, creating items like aspirin. 
[image: ]
Figure 1: Bayer company
(Source: Bayer, 2019)
As a result of these difficulties and the resulting public outcry, Bayer has made adjustments such as forming a new division to deal with the legal and financial repercussions of its Monsanto acquisition (Bayer, 2019). 
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Bayer, like many other corporations, saw the effects of the global spread of the COVID-19 epidemic. Significant shifts in the company's operations and strategy were prompted by a number of external forces. 

Figure 2 Pestel Analysis
(Source: self-made)

Political factors: Businesses can be significantly impacted by political concerns, trade agreements, and government regulations. Governments across the globe implemented new measures during the epidemic to try and slow the virus's progress (Sonntag et al. 2021). This caused alterations in the industrial process, disturbances in the supply chain, and a general move toward digitalization. Bayer had to make adjustments to keep its business running, and it did so by encouraging remote labour and investing in digital technologies.
Economic factors: Businesses all throughout the world were severely impacted by the global economic slowdown brought on by the pandemic. However, the pharmaceutical business benefited from the rising demand for life-saving goods like vaccinations and medical equipment. In order to survive in the new economic climate, Bayer had to focus on the manufacturing of critical products and spend in R&D to find a cure for COVID-19.
Social factors: Businesses in the pharmaceutical sector may feel the effects of social variables such as shifting customer behaviours and perspectives on health and wellbeing (Coulon et al. 2022). Bayer adjusted by bolstering its consumer health segment and introducing innovative new products.
Technological factors: Businesses were greatly aided by technological innovations such as digitalization and remote labour during the pandemic. When Bayer put money into Artificial intelligence (AI) and machine learning are two examples of digital advancements that can improve productivity and speed up the search for new medicines.
Environmental factors: Sustainability and reducing carbon emissions are becoming increasingly important to companies around the world. In light of these worries, Bayer has vowed to pursue environmental objectives and cut its carbon footprint (Kumar, 2019). The corporation has also made investments in technology that increase productivity while decreasing carbon footprint.
Legal factors: Bayer has been facing substantial legal and financial issues as a result of the lawsuits alleging that Monsanto's Roundup weed pesticide caused cancer. In response, the firm has established a new department to deal with the financial and legal fallout from the Monsanto acquisition and has reorganised its management structure.
[bookmark: _Toc130490586][bookmark: _Toc130491065]Leadership style 
Throughout its history, Bayer has used a wide range of leadership strategies to effectively navigate change. A few of the more prominent methods of corporate leadership are outlined below.:

Figure 2 Leadership style
(Source: self-made)


Transformational leadership: Through major transitions like the purchase of Monsanto, Bayer has demonstrated transformational leadership (BAYER, and AHN, 2020). Through the use of transformational leadership, Bayer's top executives overcame the many obstacles posed by the Monsanto merger and inspired their staff to embrace the changes that were inevitably coming.
Collaborative leadership: To facilitate change, Bayer has also used collaborative leadership. This approach emphasises collaboration with staff, stakeholders, and other businesses. Bayer has collaborated on environmental and social initiatives with governments, NGOs, and other businesses. Bayer has been successful in forming lasting alliances and promoting a cooperative and team-oriented culture because to its executives' willingness to work together.
Situational leadership: Situational leadership has been used by Bayer at various points in its history to effectively manage change. This approach calls on leaders to modify their methods of management to suit the circumstances. Bayer's top brass, for instance, may adopt a more commanding style of leadership during times of crisis in order to establish and maintain order (Enzmann, 2021). In contrast, when things are going smoothly, management could take a hands-off approach and encourage people to take charge.
Servant leadership: As a method of leading transformation, Bayer has also adopted the servant leadership model. Serving the interests of one's staff and other stakeholders is a major tenet of this approach. Bayer's success in cultivating a culture of empathy and care can be attributed in large part to the company's adoption of a servant leadership approach.
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Organizational culture can be profoundly affected by the process of designing and implementing transformation. It's clear that Bayer's corporate culture has been impacted by a number of different changes over the years. Some of the ways that transformation has affected Bayer's corporate culture are listed below.
Acquisition of Monsanto: Buying Monsanto was a huge deal for Bayer, and the merger definitely altered the company's ethos. After acquiring Monsanto, Bayer had to work hard to bring their beliefs and practises in line with those of the new company (NA et al. 2022). Through talk, teamwork, and cooperation, a new common culture was born from this integration process.
Environmental and social responsibility: The organisational culture has benefited from Bayer's efforts to improve the environment and society. Bayer has established a culture that places a premium on sustainability and social justice by emphasising these two principles. 
Digital transformation: As a result of the company's extensive digital transformation in recent years, Bayer's internal culture has changed. Employees have had to learn new skills and use different methods as a result of the rise of digital technologies (Barnová et al., 2022). The new norms place a premium on creativity, adaptability, and technological savvy.
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Improvements in change management are always possible, as with any firm through substantial transformation. Bayer might have done a better job of adapting to new circumstances in the following ways:
Communication: Bayer might have done a better job of informing employees, stakeholders, and the public about the changes and how they would affect them during the transition period. Concerns and misunderstandings arose, for instance, during the Monsanto acquisition because of the company's reputation for producing controversial products (Mitchell et al. 2022). 
Employee engagement: To a greater extent, Bayer could have encouraged worker participation in the transition. Bayer could have made a more orderly transition and gained more enthusiastic support for the changes if only it had engaged employees more actively.
Addressing public concerns: Concerns over the company's impact on the environment and society have led to years of backlash for Bayer. Even while the firm has been working to remedy these issues, it should have been more proactive in doing so (de Guzman et al. 2023). Bayer could have lessened the damage to its reputation and bolstered support for its initiatives if it had taken a more proactive stance.
Learning from past mistakes: And finally, Bayer could have improved by being more reflective of prior errors and responsive to new information. Better planning and due diligence would have helped the corporation avoid or at least mitigate legal and financial issues like those associated with the Monsanto acquisition. Bayer could have improved its change management methods and gotten better results in the future if it had applied lessons learnt from its past mistakes.
While Bayer has done a respectable job overall of navigating transitions, there is always room for development. Bayer will be better prepared for future success if it pays attention to these issues and keeps improving its change management procedures.
Leadership styles: When things are moving quickly and decisions must be made quickly and with little understanding, the typical command and control style of leadership may not be effective (Erden, and Otken, 2021). Leadership at Bayer may need to change to one that is more flexible and open to new ideas by emphasising teamwork, open dialogue, and quick thinking.
Organizational structure: An organisation with a strict hierarchical structure may be slow to respond to novel circumstances in the commercial world. Bayer may want to think about adopting a more fluid organisational structure that facilitates communication across departments, encourages creativity, and facilitates quick decision making.
Organizational culture: Perhaps the fast-paced modern world is not the best place for a culture that places a premium on stability and predictability. Bayer may benefit from fostering an environment that values taking chances, trying new things, and always learning more (Hussain et al. 2019).
Technology adoption: Businesses that don't adapt to the new technological realities risk falling behind in the marketplace. Bayer may need to make investments in cutting-edge technology like AI, blockchain, and robotics if it wants to maintain its competitive edge in the market.
Talent management: In today's ever-shifting business climate, it is more important than ever to find ways to attract and keep the best employees. If Bayer wants to attract and keep the most talented employees, it may need to put more emphasis on designing a workplace that encourages innovation, creativity, and collaboration (Parker et al. 2020).
It's worth noting that not every business will face the same challenges, and that every business will react to VUCA in its own way. It's possible that Bayer will need to conduct an in-depth analysis of the company's internal and external environment to pinpoint the precise adjustments necessary to maintain competitiveness going forward.
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There are a number of different change management models that have been developed throughout the years to help organisations successfully undergo change. The purpose of this essay is to analyse and compare three of the most widely used change management frameworks.
[bookmark: _Toc130490590][bookmark: _Toc130491069]Lewin's Change Management Model:
Unfreezing, altering, and refreezing are the three stages of Lewin's change management approach. The model is widely used in the field of change management since it offers a systematic method for dealing with transitions. Lewin's Change Management Model could help the Bayer corporation at times of major organisational change, such as mergers and acquisitions.

Figure 3: Leadership style
(Source: self-made)
Unfreezing: During the unfreezing phase, leaders must instil a feeling of urgency and prepare their teams to embrace change. At this point, Bayer can rest assured that everyone in the company understands why change is necessary (Cragg, and Chraibi, 2020). During this time, the company can also look for signs of opposition to the new approach and formulate plans to overcome them.
Change: The process of enacting the intended change, known as "changing," can be difficult and time-consuming. This is an excellent opportunity for Bayer to put the new procedures, processes, and ethos into place. The success of the change adoption process depends on the organisation providing enough resources and assistance to employees during this phase.
Refreezing: The refreezing stage involves stabilising the adjustment and incorporating it into the established routines and practises of the business. In this phase, Bayer can put in place measures to help employees maintain their new routines and habits. At this point, the business can determine whether or not the modification was successful and identify areas for growth (Keller et al. 2019).
Bayer can benefit greatly from using Lewin's Change Management Model to oversee major organisational changes and guarantee that they are successfully implemented and ingrained in the company's culture.
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Organizations like the Bayer corporation can evaluate and enhance their overall efficacy by using the McKinsey 7-S Framework. This framework is comprised of seven interconnected parts. In particular, Bayer may be able to apply the McKinsey 7-S Model in the following ways:


Figure 4: McKinsey 7-S Framework
(Source: Self-made)
Strategy: To guarantee that Bayer's long-term strategy plan is in line with the firm's objectives, values, and resources, the company can utilise the framework to assess its efficacy (Lugato, 2020).
Structure: Bayer's current organisational structure may be evaluated using the framework, and any weak points in the structure that prevent the company from achieving its goals and objectives can be pinpointed.
Systems: The current methods and procedures at Bayer can be assessed for their efficacy and suitability in light of the company's aims.
Style: Bayer's leadership and management can be assessed with this model to see if there are ways they can better serve the company's mission and values (Günes et al., 2022).
Staff: Bayer is in a position to evaluate its current staff to see if it has the right mix of skills, expertise, and experience to help the company achieve its goals and objectives. Otherwise, the corporation may have to put money into training and development for its workers.
Skills: Bayer can utilise the framework to evaluate the competence and experience needed for each position inside the organisation and fill any resulting voids (Tillack, and Hornbostel, 2022).
Shared values: By using the framework, Bayer can ensure that its culture and values reflect the company's broader aspirations and that all employees are working together toward a common goal.
Bayer Company can benefit from the McKinsey 7-S Framework, which offers a holistic and all-encompassing perspective on organisational efficiency.
[bookmark: _Toc130490592][bookmark: _Toc130491071]ADKAR Model: 
The Prosci ADKAR model is a framework for assisting people through the process of change, with a particular emphasis on the individual. The model's focus on these factors is intended to ease the transition from the individual level to the organisational level. The Prosci ADKAR model may prove useful in assisting Bayer's workforce through the transition to a more ecologically friendly and sustainable product line.
Awareness: Bayer can raise public understanding of the transition's importance by explaining its rationale—for example, the positive effects on the environment and the potential for higher revenue (Sulistiyani et al., 2020).
Desire: By including employees in decision-making and providing them with opportunities to provide recommendations and feedback, Bayer may help foster a culture of change.
Knowledge: Workers can receive training on sustainable product development and the use of ecologically friendly materials from Bayer, for example, to aid in the shift (Mukwenda, 2019).
Ability: Coaching, mentoring, and on-the-job training are just a few of the methods by which Bayer can assist its staff in acquiring the knowledge and expertise necessary to give service to the company's newest product line.
Reinforcement: Bayer can encourage the transition by discussing progress and achievement and recognising and rewarding employees who help with the change (Bekmukhambetova, 2021.).
 Because it aids employees in navigating the change process and provides organizational-level support for individual change, the Prosci ADKAR model may be an useful change management model for Bayer's move towards a more sustainable and environmentally friendly product range.
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The Prosci ADKAR model may be useful as a change management tool since it aligns with Bayer's recognised suitable strategic change, which is to shift towards a more sustainable and ecologically friendly product range. The ADKAR model will be applied to Bayer's strategy transformation, and the measures that should be taken to apply the model will be outlined below. Step one, "Awareness," entails telling everyone in the company they need to modify how they do things (Zhang et al., 2023). Bayer may jumpstart the transition by creating a compelling vision for the company and disseminating it to all employees via internal channels of communication. Employees will have a better grasp of the change's necessity and motivations if this is done. Motivating people to want to make changes is the goal of the Desire phase. Bayer may inspire its workforce by highlighting the positive outcomes that will result from the shift and how it aligns with the company's larger mission, vision, and values. Employees that help bring about the change can be rewarded for their efforts.
In this phase, known as "Knowledge," employees receive the education and resources they'll need to implement the change. By providing training and development opportunities, Bayer can help its staff members acquire the knowledge and abilities necessary to adapt to the shift. Employees will feel more confident in their abilities and ready to take on additional responsibilities as a result. In order to properly implement the change, staff must be given the tools they need during the Ability stage. Bayer is in a position to give its employees the freedom to make judgments and take action thanks to the trust and autonomy it bestows on them. As a result, staff members will be more likely to embrace the shift and see their own contributions as making a difference (Wang et al. 2019). The final phase, "Reinforcement," entails reiterating the change and making sure it becomes ingrained in the company's culture. When workers embrace the new ways of doing things and show evidence of the desired behaviours, Bayer can award them for their efforts. Long-term change sustainability can be ensured by incorporating the new approach into the organization's rules, processes, and performance indicators.
Bayer needs to take on a leadership style that is encouraging, open to input, and transformative if they want to see the ADKAR model put into practise effectively. Leaders need to take on the role of change agents and foster an environment where transformation is actively pursued. They need to make sure everyone understands the big picture of the change, is inspired to take part in the transition, and has the resources they need to make the transition a success.
The step-by-step process to implement the ADKAR model in Bayer is as follows:
Step 1: Get the word out to everyone involved that something has to change.
Step 2: Motivate and instil a sense of urgency in staff by outlining the gains they will experience as a result of the transition (Bayer et al. 2022).
Step 3: To help employees acquire the skills and understanding essential to the transition, offer them chances for training and development.
Step 4: Facilitate workers' decision-making and action by giving them the leeway and tools to do it on their own.
Step 5: Employees who adapt well to the shift and exhibit the required behaviours should be recognised and rewarded (Wang et al. 2019).
Step 6: To ensure that the change lasts, it should be included into the organization's policies, processes, and performance indicators.
Adopting the ADKAR model is likely to have a constructive effect on Bayer's corporate culture. Employees will be more open to change and able to better weather disruptions thanks to this paradigm. Employees will feel like they have a stake in the company's success and will be more willing to take initiative as a result.
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Many people use Kotter's 8-Step Change Model for directing transformational initiatives in businesses. The model's eight steps are meant to ensure that the change process is handled well and that the desired results are achieved. Here's how it's done:
Step 1: Increase the sense of urgency
In order to initiate the change management process, Bayer must first establish a sense of urgency about the need for change. Get people on board with the shift by having them buy into a compelling argument for it. Bayer can achieve this by emphasising the company's market risks and potential gains (Laig, and Abocejo, 2021). This can be accomplished through several means of discourse, such as town hall meetings and presentations.
Step 2: assemble a strong coalition
Bayer needs to develop a steering committee made up of powerful people who can steer the reform initiative. Executives, managers, and workers from all levels and functions of the firm should be represented in the alliance. Having this group working together will facilitate greater organisational buy-in and backing for the transformation.
Step 3: Create a change-oriented vision
Bayer needs to create a compelling vision for the future that outlines where the company wants to be. This vision, which must be consistent with the company's principles and long-term objectives, must be communicated to all parties involved (Laig, and Abocejo, 2021). The plan must be both accessible and motivating.
Step 4: Communicate the vision
Bayer needs to express the vision clearly so that it is understood and accepted by everyone involved. This necessitates adapting the message to the specific interests of each audience and sending it out via a variety of channels. Stakeholders should feel like their issues and questions are being heard and addressed in the ongoing communication..
Step 5: Motivate people to carry out the vision
Bayer needs to give its staff the tools they need to realise the vision for it to succeed. This necessitates doing away with anything that could impede development and providing people with the resources they need to take initiative (Mayo, 2021). Also, Bayer needs to make sure its employees have the knowledge and abilities to succeed.
Step 6: Create quick victories
Bayer needs to quickly accomplish some wins if it wants to build momentum and show that it is making headway toward the ambition. Visible and measurable successes should be appreciated to foster a sense of accomplishment and drive. As a result, the process of transition will gain pace and support.
Step 7: Consolidate gains and produce more change
Bayer has to expand upon its current wave of change it has initiated. Take advantage of the progress that has already been made and work to enhance the structures and procedures that facilitate change (Mayo, 2021). Bayer must also make sure the new ways of doing things become deeply embedded in the company's culture.
Step 8: Integrate innovative strategies into the organization's culture
Bayer must embed the reforms into the company's culture if it is to enjoy long-term success. Embedding the changes into the fabric of the organisation and checking to see that they mesh with the company's core beliefs and long-term goals are essential steps in making them stick. Organizational structures, rules, and procedures need all be updated to reflect the new realities.
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Bayer must embrace leadership techniques and styles that are consistent with the change management model it has selected, in this case Kotter's 8-Step Change Model, if it is to successfully launch and implement the identified strategic change. Leadership plays an essential role in implementing change in the organisation. Some methods and styles of leadership that would work well for Bayer are as follows:
Transformational Leadership: Leaders with transformational skills may inspire and motivate followers to accept change, provide an exciting vision for the future, and generate a sense of urgency about making the transition (Atmadja, 2019). Having this kind of leadership in place would be especially helpful in the early stages of Kotter's 8-Step Change Model can be used to highlight the importance of change and the speed with which it must be implemented. It focuses on inspiring and motivating the employees to develop and implement innovative strategies for managing changes and improving the company’s future success. Employees could be more actively involved in decision-making and change implementation, however the organisation did use collaborative leadership and transformational leadership styles to some extent.
Servant Leadership: A servant leader is someone who puts their team members' needs first and works to give them more autonomy. This method may assist create a climate of ownership over the change and increase trust and commitment from staff. 
Collaborative Leadership: Leaders who focus on consensus and teamwork are called collaborative. During the third phase of Kotter's model, when a coalition of supporters is being formed, this kind of leadership is crucial.
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Establish a sense of urgency: Bayer must now raise awareness among its staff and its stakeholders about the importance of this transition. The company can achieve this goal by spreading word about the necessity of the change and the perils of ignoring it.
Form a powerful coalition: At this stage, Bayer has to establish a coalition of supporters by identifying important stakeholders who can help drive the change (Blank, and Dorf 2020). Both formal and informal leaders in the organisation should be represented in this alliance.
Develop a compelling vision for the change: Bayer needs to take this step before continuing with the transition can begin. This vision should be shared with all stakeholders and should be linked to the organization's long-term objectives.
Motivate people to carry out the vision: The next phase involves Bayer removing any obstacles that may be standing in the way of workers implementing the change vision. This can be accomplished by designating change agents, providing them with relevant resources, and training (Blank, and Dorf 2020).
Create short-term victories: Bayer must now celebrate the baby steps that company has taken toward its change ambition. These wins have the potential to motivate and propel the group forward. employee buy-in to sustain the transformation process.
Boost progress and bring about more change:  Bayer must keep up the pace it set with its recent successes at this stage. The corporation should use the progress made so far to further implement the change across the board.(Harrer et al. 2021).
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Bayer's culture will be profoundly altered by the adoption of the suggested change strategy. Employees' work, communication, and interaction with one another and external stakeholders will be influenced by the new values, beliefs, and behaviours brought about by the changes. Some of the ways in which Bayer's culture could shift as a result of the company's change strategy include:
Increased collaboration and teamwork: The recommended approach for transformation highlights the value of cooperation and collaboration in advancing the organization's mission. The company culture will change from being highly competitive to more team-oriented as a result of this (Rashid et al. 2019). Staff members will be pushed to collaborate, learn from, and help one another in order to reach their objectives. The workplace as a whole will be more harmonious and productive as a result.
Greater focus on innovation and creativity: The proposed plan for transformation places a premium on originality and imagination as key development and competitiveness drivers. As a result, the company's culture will shift to prioritise innovation, experimentation, and openness to change. Workers will be encouraged to challenge assumptions and think outside the box in order to develop superior solutions.
Improved communication and transparency: The proposed change plan will have a major effect on the culture if it succeeds in increasing communication and transparency throughout the entire business. Staff members will be prompted to speak up, offer input, and express their thoughts. This will foster an environment where people feel safe to speak their minds and have productive conversations (Cargill, and O'Connor, 2021). Increased openness will not only foster a more engaged workforce, but will also foster greater trust in leadership. It will support in reducing resistance for change among the employees and will enhance trust and understanding among the employees. 
Emphasis on learning and development: Learning and development as a method of creating a competent, flexible workforce is given considerable weight in the proposed transformation plan. This will encourage workers to take charge of their own professional and personal growth by encouraging them to pursue new learning opportunities. The workforce as a whole will benefit from enhanced skills and capacities, and a more invested and enthusiastic workforce will result. Providing training to the employees will support them to adapt with the change more effectively and it will enhance their performance. 
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Recommendation 
It is suggested that Bayer take a preventative stance toward change management by instituting a policy of openness and honesty in all communications, offering extensive training and support, fostering an environment where employee input is valued, and maintaining a dynamic change management strategy. Doing so will help the company successfully implement the intended change and adapt to the dynamic business environment. It's crucial that the management team stays dedicated to the transformation and provide straightforward guidance and encouragement to staff (Wendel, 2020). More importantly, the success of an organisation depends on its ability to attract and retain talented people who are invested in its mission. The effectiveness of the change management plan will depend on the company's capacity to keep workers informed, get their input, and rally behind them as the transition takes place.
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A well-designed change management strategy that is successfully communicated, implemented, and supported is essential for the successful implementation of a strategic change in today's complex and fast evolving business environment. Bayer can make the suggested change and deal with the difficulties of the business climate by employing an appropriate change management model, such as the McKinsey 7-S Framework. In addition, transformational leadership and servant leadership are two examples of effective leadership styles that help ease the transition to change by increasing participation, bolstering morale, and gaining support from staff. For a change management strategy to be effective, it is crucial that the company places a high priority on openness, communication, training, and support from the start of the process until its conclusion. If Bayer implements these suggestions, it will be better equipped to deal with the challenges of today's business climate.
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