
The first thing for the leader to do is remain firm and redirect managers to find ways to make the new strategy work and find the people who will be working in the team concept.  The leader who backs off or starts to negotiate a strategy, people will see the leader as unsure or incapable of leading the change. At the core point the leader needs to learn trusting them. He should influence and direct the performance of team members towards the achievement of organizational goals by telling them what he wants done and how he wants it done after getting their feedbacks about the situation.  Time constraints should have an important effect on his attitude. If he has enough time and needs to get more commitment and motivation from the members, then he should use a more participative style. If he is short on time and the team members are not well motivated, then he should use a more authoritarian approach. 

Briefly as long as other employees are able to analyze the situation and determine what needs to be done and how to do it, it is possible to delegate certain tasks after carefully setting the priorities. The leaders should also engage in lateral thinking in addition to vertical thinking: He should spread out to find many possible solutions to create a more flexible environment. 

You need to supply arguments that allow the manager to see how the team concept is already being used, just not in the form suggested.  Managers already speak with workers and discuss problems and solutions on the line or in the field.  There is usually some kind of brainstorming to come up with the solutions that will best solve the problem.  The current method is only going to be expanded and made more formal.  Managers need to access the best minds and ideas of their people and realize that every person does not work for every project.  Then it should be pointed out that the ability to allow others at the lower levels participate makes them feel valued and more important to the company.  This means the worker has a more vested interest in the success of the company.  Good leaders and managers encourage input from their workers.  

Focusing on the faults of traditional system and the possible benefits of a team-based system will be an effective reasoning.  He can use two different methods to persuade them.  The first one is using a conventional rhetoric, which is what most managers are trained in. The other method is to persuade people and ultimately a much more powerful way is by uniting an idea with an emotional appeal. If the leader can be able to explain how the managers’ activities relate to the big picture, managers will be able to perform their tasks more effectively. For example, long range corporate planning and corporate financial structuring do not directly involve second line managers. On the other hand, they often participate in capital investment decisions concerning the purchase of new equipment. Matters of machine capacity, utilization, payout and return on investment are important considerations, which frequently involve these managers. 

First of all the leader needs to check whether his managers and employees who are affected by the change agree with, or at least understand, the need for change, and have a chance to decide how the change will be managed, and to be involved in the planning and implementation of the change. Using face-to-face communications can be helpful while handling the sensitive aspects of organizational change management. 
Encouraging managers to communicate face-to-face with their people will also be effective if they are helping the leader to manage an organizational change. 

Including workers in the project planning and implementation can help pinpoint possible problems that only the workers directly involved might see or understand.  Applying this skilled knowledge is important to the success of a project.  And the best managers listen as much as direct. The leader may want to have a training program to teach the value of such things as teams, facilitation of teams, engaging employees, and conflict resolution, to help them understand the change and how their jobs will be more important as guiding hands and leaders.  Learning to trust employees and the ideas they have will not be difficult if they are given the appropriate training. 

It is possible to use rewards, such as education, independence, etc. to motivate managers and employees for the change. . It is also important to estimate what impact a change will likely have on their behavior patterns, work processes, technological requirements, and motivation. The leader needs to access their reactions and craft a change program that will provide support as workers go through the process of accepting change. The program must then be implemented, disseminated throughout the organization, monitored for effectiveness, and adjusted where necessary. Workshops can also be organized to develop collective understanding, approaches, policies, methods, systems and ideas. 

The company should become more flexible and more prepared for problems because teams can be charged with seeking possible alternatives to solutions in case of problems.  The company becomes more responsive and the people are part of the decision making process, no matter if they are line workers, sales persons, or directors.  Managers will be more able to offer suggestions and with trust and respect between management and workers, they can feel comfortable asking for help from workers.  There is also more transparency in the company when members of the workforce are part of the decision making process.

Let’s talk about the possible outcomes. When these managers and employees are confronted with the need or opportunity to change, especially when it's 'enforced' by the organization, they can become emotional. Diffusing the emotional feelings, taking a step back or encouraging objectivity is important to enable sensible and constructive dialogue. Leaders can find it helpful to use analogies to assist themselves and other staff to look at change in a more detached way. It will be important to for the leader to explain what he is really doing.  He shouldn’t assume that his task gives him the right to be secretive, or to have access to anyone or anything without permission. It will be useful to ask for help, introductions and permissions. Being polite and courteous and respecting them more than he would do normally will also be helpful because they will be sensitive. 





References:
Change Management. Retrieved March 24, 2007,from, http://home.att.net/~nickols/change.htm

Leadershipstyles.Retrieved March 24, 2007,from, 
http://www.nwlink.com/~donclark/leader/leadstl.html
Nahavandi, Afsaneh.  (2006)  The Art and Science of Leadership.  (4th Edition)  Upper Saddle River, NJ: Prentice Hall.

