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The Pegasus Company is well known for the level of research in technology, development of new products such as jets, helicopters, space shuttles and planes. The Pegasus is made up of scientists, engineers, model makers, designers aided in computer and administrative staffs. The company was small as it started out and in the past few years it has grown rapidly. Due to the growth the company was organized into departments based on the skills of the particular members (Anderson, 2011). Currently, people in the different skill groups never facilitate communication among themselves except during occasions when they are passing along projects, designs and pertinent ideas aimed at completing the project goals. This has led to many challenges for the organization in the past since every employee possesses her language based on his subculture in the organization. This leads to projects taking extended periods to get completed, performing mistakes and also the failure to consider the scientists specifications. The leadership and the administration lack interpersonal skills in communication due to their high science background, and they require leadership training. 
The organization's culture has considerably helped in keeping the workers in the firm. In the early times, the firm was nonhierarchical, open and also it facilitated the employees to undertake their passions in the profession. The Pegasus culture that has helped in the employee retention is compensation and also that the employees feel that their jobs are connected to their lives. A high number of the workers believe that the disintegration of the company is as a result of communication difficulties that reduce the chances of projects getting completed on the required schedule. This, in turn, causes rumblings among the organization’s staff. Since the surrounding companies seem to pay better contracts they increase competition, and hence the team leaves (Coombs, 2007). There is fear of losing the brightest and best workers, and there is the importance of streamlining the company for it to remain efficient, productive and competitive. It is highly possible to restructure the organization by bringing the various teams in the company and teaching them good leadership skills and communication skills which will help in holding the company in unity. The recommendations include the following;
To minimize and lower the adverse reactions relating to change in the organization, the organization is supposed to use different change processes in management that will, in turn, help in dealing with the changes actually in the business environment which is highly competitive. The company should support the change process by providing resources which are capable and hiring change agents (Brower & Koger, 2010). The firm should develop a change vision for the employees so as to reflect a future which is better after implementing restructuring, acquisition and merger which is related to change.
Spelling out and understanding the impacts of change to the personnel in the organization. A prerequisite for any change program is viable. The analysis observes the scale and type of changes that affect every employee segment as explained in the organization's role. The assessment provides a communication basis among the team members about the meaning of change to them and every employee’s predominant concern in the transformation of the organization (Cook et al., 2004). The Toyota Company adopted this strategy, and it produced the change which illustrated change intensity for every department. Due to this, the leadership team was in a position to redirect and focus on transformational programs aimed at addressing the problems facing the employees. In the current business surrounding and environment, change is highly imperative. The approach of change management greatly assists organizations to enhance the overall capacity of transformation, improve the implementation speed and also increase the probability of succeeding.
Ensure that the whole leadership team serves as role models for the change. The company should start its transformation process from the highest rank. The senior executives should adopt the program of change through modeling and develop the behaviors which they are asking the employees to choose. When the officials discuss concerning the evolution of the culture of the organization through performance, they should demonstrate this by every mean. A committed and aligned leadership team is the background and foundation of all the major corporate undertakings (Brower & Koger, 2010). When the principal executives lead by examples and as role models, the impact will be profound. In the Toyota Company, the senior director discovered that after introducing the ongoing discussions about performance and acting as a role model, a change was achieved and with this example change can take place in the organization.
Mobilizing the people in the organization to accelerate and own the change. The reality is that most initiatives of change are performed to employees; they are not implemented by or with them (Cummings & Worley, 2008). To counteract the undermining force, the company should practice what “Booz & Company Senior Partner Jon Katzenbach” refers to as the informal ruling and the peer to peer interaction networks. Workers require being motivated and encouraged by the behavioral change by those surrounding them as long as they need incentives from above. This does not mean that the organization is supposed to forgo the nuclear-driven program with a road map which is clear that is evident which lays the formal elements of change in the organization. But they should not overlook the informal systems too.
An approach which is comprehensive management needs the success factors. The factors will facilitate in making necessary steps towards change. One should clearly state and define the company’s objectives which it intends to deliver (Liker & Hoseus, 2008). One should also be aware the organization's current situation which includes its capabilities, culture, and experiences both fruitful and unsuccessful in regards to change and later conduct change in the behavior of the workers. Research has been done in in other firms to assess whether the recommendations will work effectively. The effect of the change in performance will also be used to evaluate the effectiveness of the strategies used. The changes in companies have both negative and positive effects on success. In this case, some organizations have undergone change.
Various firms such as the Toyota Corporation and The Ford Company have successfully managed and made the change. The management of the companies undertook several steps focusing to implement control and change that is effective (Cummings & Worley, 2008). For example, the Ford Company introduced identification of the stakeholders and process improvement analysis aimed at the strategic objective of change to change the process of management that effectively led to change within the organization. Evaluation of sales in the Pegasus Company will greatly help in assessing the effectiveness of the strategies.
The function of the human resources plays a significant role in the change process. To enable change for an extended period, the HR systems, processes, structures and incentives should be consistent and aligned with the transformation goals. With effective implementation of change management and stakeholder involvement greatly assists the company to make changes successfully.
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