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Strategic Decision Making and Organizational Change
Organizational change is a strategized move that alters how coordination, resources, and behavior occur in an organization. By implication, strategic decision-making by the management plays a huge role in either delivering sustainable performance returns or disruption in change. Simultaneously, organizational structure has an effect on the rate of decision-making, information movement, and the ability to adopt new practices.
Strategic Decision-Making as the Driver of Change
Change demands consequential, time-based, value decisions. Managers need to establish the issue the change solves, choose a proper scope, and prioritize initiatives to align with available capabilities. Notably, the quality of decisions is content and process-dependent. Negulescu & Doval (2014) emphasize that managers make numerous decisions, some of which are strategic decisions, and the quality of the decision-making process is connected to organizational performance, and not only what is decided, but how and when it is decided in relation to organizational goals. Thus, evidence, stakeholder input, and feedback loops in the change leaders are more effective than intuition. 
Furthermore, unavoidable trade-offs are handled with the help of strategic decision-making. For example, leaders often pursue speed while protecting service quality, yet the two can conflict when resources are constrained. In this way, effective managers articulate assumptions, establish quantifiable results, and establish governance procedures that can reappraise decisions as new information arises. Moreover, open decision-making generates legitimacy, which minimises the opposition as workers will tend to regard the change as just and meaningful.
Change Leadership and Emotional Intelligence
Decisions made under an emotional situation could be wrong even when they are strong. Research shows that change causes discomfort, introduces anxiety and unpredictability, and may instigate resistance as individuals become afraid of loss or the unknown (Issah, 2018). In turn, emotional intelligence should be incorporated into the strategic decision-making process rather than regarded as a forward-looking decision-maker. The emotionally intelligent leaders establish open communication, recognize issues early, and form coalitions to continue change across units. They also redefine resistance as communication regarding what matters to the people, and this enhances the definition of the problem and enables the leaders to redesign the change strategy.
Moreover, emotional intelligence underlines enhanced performance. Self-awareness and self-control minimize impulsive decision-making in hardships, whereas empathy enhances stakeholder analysis and risk proportioning towards workable compromises. The social skill becomes essential to negotiate interdepartmental dependencies, trust, and maintain momentum even after setbacks.
The Effect of Organizational Structure on the Change Process
The structure identifies the way in which the strategic decisions are converted into operational reality. OpenStax defines organizational design as the process of managers defining organizational structure and culture in a way that these organizations can attain their objectives, and notes that managers introduce various types of change, such as structural change, to achieve objectives. Mechanistic structures can be defined as having centralized power and proceduralized processes, and are said to be often resistant to change, compared to organic structures, which can adapt more easily to changing conditions that demand flexible structures (OpenStax, n.d.). As such, structure should be viewed as a limitation and a driver by the managers. 
When change requires rapid learning and local adaptation, overly centralized approval chains can slow decisions and distort information as it moves upward. In contrast, in the case of change based on standardized compliance or safety-critical practices, formalization may be used to enhance consistency by defining roles and responsibilities. But the consistent incongruity of structure and environment may create inertia. As Schwarz et al. (2020) believe that the structural inertia approach states how ingrained practice and functions might complicate the process of timely change, leaders might require intentional redesign of decision rights, spans of control, and coordination mechanisms to regain flexibility. 
Conclusion
Generally, organizational change requires strategic decision-making to direct change-wise and enhance decision quality, as well as develop legitimacy. However, effective change as well relies on the emotional intelligence of leaders and organizational structures that allow coordination, accountability, and flexibility.
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