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A Content Analysis on Factors Contributing towards Successful Change 

Management in Organisations 

 

By 

Manpreet Kaur A/P Amarjit Singh 

October 2021 

Past studies have repeatedly shown that more than 70% of all change initiatives end 

in failure, and this is largely due to insufficient planning and wrong approach used in 

executing and implementing the change. This study researches on the key and most 

important factors that contribute towards and leads organisations towards successful 

change management. The ADKAR model by Jeff Hiat was used as the theoretical 

framework, whereby the 5 stages of ADKAR were represented by five change 

management factors, which are communication, leadership, training & development, 

employee involvement as well as rewards. Qualitative data collected from secondary 

data sources using scholarly articles and journals were reviewed using the 

Systematic Literature Review process. The analysis of the data collected show that all 

five of the change management factors identified were essential towards successful 

change management, and must be part of all change initiatives in organisations to 

increase its success rate. 
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CHAPTER 1 

INTRODUCTION 

 

1.1 Introduction 

 The purpose of the first chapter of this research thesis is to give a clear overview 

on the area of the study, “A content analysis on successful change management in 

organisations”, which is being covered in this thesis.  The first section of this chapter 

scrutinizes the thesis topic; what it means and aims to achieve holistically.  

 

1.2 Background of the Study 

 Change has become a part of everyone's lives, as well as the business world. In 

their everyday operations, most businesses are faced with the necessity of change. 

Managing change can be understood as a cyclical process, as organizations will 

always have the need for change. Therefore, change management in organisations 

is a constant and evolving process, and is an integral part of any successful 

organisation.  

 On the other hand, lack of education and training can be the reasons behind failed 

change initiatives. for all involved, employers’ apathy towards the impact on 

employees, inadequate management support, poor leadership, inappropriate 

organisational culture, inadequate resources, poor communication, inappropriate 

planning, insufficient customer focus, and lack of a monitoring and measurement 

system (Mosadeghrad, A.M. and Ansarian, M., 2014). 

 Failed change exercises are very costly to a company. It is a waste of company’s 

time and money, since the change process takes months of planning, strategizing 
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and its execution, and when it fails, all that goes to waste. In addition, not only the 

company resources are wasted, the organisation’s strategic plans get affected as 

well. Change exercise is meant to keep the company in line and in pace with the 

ever-evolving market, and a setback here sets the company back a long way.  

 Negative employee reactions are particularly common in the context of 

organisational change, according to previous study (Scheck/Kinicki 2000). Negative 

employee reactions can be costly to businesses since they are frequently linked to 

negative outcomes such as employee withdrawal (e.g., Armstrong-Stassen 1994) 

and worse performance (Weeks et al. 2004). However, as Ford et al. (2008) point 

out, it's critical to broaden the definition of change resistance to encompass its 

sources and possible contribution to effective change management. 

 Managing change effectively to propel a business to the path of greatness is 

associated with the following questions: what role does an organisation’s 

management play in the process of successful change introduction, implementation 

and control?; and more importantly, what factors can help to contribute to the 

success of the change implementation?  

 According to transformational leadership research finding, employee participation 

from the perspectives of employees, is associated with successful outcomes in 

change management, besides in organisational decision making (Bordia et al. 2004; 

Coyle-Shapiro 1999; Edmondson et al. 2001; Nutt 1987; Sagie et al. 2001; Sagie/ 

Koslowsky 1994). Findings specific to change management research has shown 

that, participation of employees is an important predictor of openness to change as 

well as of post change trust in management. The impact of participation on positive 

employee reactions to organisational changes is likely to be the basic human need 
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for control or at least perceived control. Control describes the degree to which an 

event is explainable, predictable, and subject to influence. Applied to change 

processes, control theory implies that it is very important to include organisational 

members specifically employees in the process from an early stage on, in order to 

raise identification and the willingness to participate. Action or project plans are 

suitable to help employees’ understanding of what is happening now and in the 

future. That way expectations are clearly defined which gives employees some sort 

of planning reliability and a feeling of control over the situation.  

 Thus, this is the reason the following areas of research has been focussed on in 

this study : why change initiatives fail; the factors that lead to this failure; and what 

are the key components and research that can contribute to the success of change 

initiatives. The purpose of researching on these areas is to identify do’s and don’ts 

for organisations and management during change, and provide a structured 

guideline on what are the steps to take and the methods to use in order to implement 

change successfully.  

 

1.3 Problem Statement 

 

‘More than 70% of all Change initiatives fail’. 

 Organizations must recognise the uncertain and unpredictable environment in 

which they operate due to globalisation, the rapid pace of technological and digital 

changes, the evolving and differing expectations of the workforce, shifting 

demographics, and increasing competition to survive in the workplace. They must 

figure out how to navigate through the complexities and uncertainty that come with 
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constant change. To summarise, the velocity of change is increasing, and 

businesses must demonstrate that they are up to the task of moving swiftly and 

successfully adjusting to keep up. (Jenni Jones, Janet Firth, Claire Hannibal, Michael 

Ogunseyin (2019)). 

 Change always occurs in organisations because change is necessary and 

inevitable. All companies will experience organisational change at some point, and 

some organisations experience continuous change. Most of the change could bring 

many benefits to the organisation. It can improve the organisation to be better and 

more competitive. However, there are some organisational changes that can give 

drawback and bad impacts to the organisation if it takes place.  

 Change is inevitable an integral part of any person’s daily lives as well as in the 

corporate world. Organisations are facing a desperate need for constant and 

evolving change in their daily operations. Managing change can be understood as a 

cyclical process, as organizations will always have the need for change. (Halit 

Karaxha (2020)). Therefore, change management in organisations is a constant and 

evolving process, and is an integral part of any successful organisation.  

 But most change exercises in organisations tend to fail before it can be 

implemented. It has been reported many times that 70% of all change programmes 

fail (Balogun & Hailey, 2004; Beer & Nohria, 2000; Bielinska-Kwapisz, 2014; Burnes, 

2011; Burnes & Jackson, 2011; Kotter, 2008). This causes a waste of resources in 

the form of time and money, whilst delaying the company’s strategic plan. 

Resistance is the main reason why change exercises fail. Therefore, it is imperative 

to find ways to reduce resistance to change in whatever means necessary. 
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1.4 Research Objectives 

 

 Research objectives guide in relevant literature review and developing 

corresponding methods besides helping to clearly understand the purpose of a 

particular research, making it meaningful for the target group. They summarise the 

main aim of the research 

 

The current research, underlines the following objective:  

 

To study and determine factors that contribute towards successful and 

efficient Change Management in Organisations. 

 

1.5   Significance of the Study 

        This study on change management will highlight the success factors; reasons 

for failure; and the most effective way to implement change within an organisation; 

thereby providing guideline to organizations who are seeking to better manage their 

change process. There is a lack of study in the past to investigate in detail whether 

employees’ attitude towards change has any impact on the change process.  

 Employees’ attitudes resistance due to change will be dealt critically in the 

current study to provide the management with solutions to potential problems that 

may arise in their companies, such as, reduce employees’ turnover rate, deflate 

employees’ absenteeism, lack of employee commitment to competitive and 

knowledge-based industries, and turnover of key personnel to join competitors. This 
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would help reduce the rate of unsuccessful change exercises, which would save the 

organisation’s cost and growth plans. 
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CHAPTER 2 

LITERATURE REVIEW 

2.1 Introduction 

 This chapter will look at the underpinning theory as well as the theoretical 

framework which has been adapted and referred to for the purposes of this study. 

The research methodology will also be discussed, based on the specific literature 

chosen, that will be reviewed and referred to throughout this thesis. In addition, it will 

identify the research variables and assist in the proposed research framework. 

2.2 Underpinning Theory and Theoretical Framework 

 Several different essential models have been used by the scholars and literary 

efforts to elaborate, reflect and critique on the change programmes to come to a 

conclusion on the success level of the change programmes, as stated by Kanter et 

al., (1992), Kotter (1995; 2014), Kubler-Ross (1973), Lewin (1947) and Luecke 

(2003). 

 The ADKAR (Awareness, Desire, Knowledge, Ability, Reinforcement) model was 

developed by Jeff Hiat (2006) after studying the change patterns of more than 700 

organisations. This is a popular model used by thousands of change leaders around 

the world. It is designed based on the understanding that change in organisation 

would mean the individuals involved are undergoing change themselves. ADKAR 

has a strong reputation for being simple, easy to use and impactful in the change 

management industry. It has been successfully deployed by management leaders in 

a variety of business industries and different organisations. 
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 The current study selected ADKAR model based on the facts that it is largely 

employee centric and studies the impact of employee resistance on change 

initiatives. It intends to answer the research problem and its application in this study. 

This model guides and equips employers on how to get employees on board towards 

the change, using the right tools and strategies in the process. In addition, it has the 

ability to identify why changes are not working and help in taking the necessary 

steps to make the change successful by addressing the parts where the change is 

failing in segments and finding solutions to the problems. 

 

ADKAR’s Change Management Features in this study 
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Table I Phases 

 

of change management and project management and activities linked to change 

 

ADKAR phases Change management Project phases Project management Key activities related to change  

1 Awareness 1 Requirements Communication, Sponsorship  

2 Desire 2 Design Coaching, Resistance/Stress 

Management 

 

3 Knowledge 3 Implementation Coaching, Mentoring, and Training  

4 Ability     

5 Reinforcement 4 Post-implementation Coaching, Sponsorship  

       

Table adapted from PAGE 6 HUMAN RESOURCE MANAGEMENT INTERNATIONAL DIGEST VOL. 25 NO. 7 2017 

 

ADKAR Phase 1 - Awareness 

 It is essential for all employees of the organisation to be aware and keep abreast 

with their roles within the organisation, as well as the workings of the organisation 

they are working in. According to Mohan Karambelkar & Shubhasheesh 

Bhattacharya (2017), there needs to be awareness about the organisation’s vision, 

mission, values, and culture. The awareness phase can comprise a short note on the 

history as well as the present state of the organisational structure. They also go on to 

further emphasise that they more important elements of the awareness phase is 

communication and ease of information access.   

 Another point to raise here is the importance of observation to be aware of the 

needs and body language of employees during the change process. This could show 

how the employees feel about the change, which can predict the support or 

resistance towards it. According to Rich Parsells (2017), sensemaking is a 
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combination of actions and thoughts, both individually and with co-workers, to 

organize and make meaning of the messiness that comes with change. 

 As such, awareness is created essentially with one simple and powerful tool – 

communication. Communication has also been stressed by Kotter (2014) as one of 

the 8 steps of his change model, whereby he stresses that creating the vision is not 

enough to generate support for it; it then needs to be communicated throughout the 

organisation. In successful change management, there is usually a built-up coalition 

between management and the employees who do have networks in every area of 

the business. Effective communication provides an excellent opportunity to utilise 

this coalition in order to tackle the ongoing competing messages that are being 

spread. 

 During organisational transformation, communication is seen as a crucial 

component of sense-making and communication techniques. It has been identified 

as a crucial component in the success of any change endeavour (Frahn & Brown, 

2007; Lewis, 2006; Miller, 2012). Russ (2007) divides change communication tactics 

into two categories: programmatic and participatory. Both have advantages and 

disadvantages. Top-down and one-way communication can be described as 

programmatic strategies. They are very efficient, with a vast reach and the ability to 

manage the message's quality. This system, however, has limitations because 

receivers are unable to negotiate the message's meaning with the sender. The 

employee is an active and involved participant in receiving and clarifying the 

message and its meaning when using a participatory technique. These methods are 

considered democratic because they allow people to discuss and generate meaning. 

At the same time, they are inefficient, and there are dangers to communication 
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quality because these tactics typically involve the use of a large number of 

messengers. The positive elements of both can be considered and used in 

successful change management in an organisation.  

 Therefore, Awareness from the ADKAR model points stresses on the importance 

of communication within the organisation during change. 

 

ADKAR Phase 2 - Desire 

 Using the ADKAR model to study effective management of change at the 

workplace, Quyen Wong et al., (2019) stated that the desire to change is to be 

introduced after the awareness of the need and necessity for change has been laid 

out.   

 The responsibility of change lies on the leadership of the organisation. According 

to Karambelkar & Bhattacharya (2017), the manager plays an important role during 

the desire phase of this model as he or she would need to actively assist the 

employees in gaining education, create room for employees to socialise enabling to 

share information on the change, have enough access to information and resources, 

as well as play the important role of being a coach and to mention desire for change 

throughout the change process. This approach can bring about the desire to change 

among the employees, reducing any resistance that may arise during the change 

process.  

 Lack of competent leadership is a fundamental factor in businesses' failure to 

adapt to internal and external changes. It is acknowledged that managing change is 
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insufficient; instead, leading change is essential (Bawany, 2016). The ability to lead 

and manage change is becoming more and more important as a leader. Effective 

leaders, according to Jenni Jones, Janet Firth, Claire Hannibal, and Michael 

Ogunseyin (2019), perceive change as an opportunity to strengthen rather than 

disrupt the organisation. Understanding the positive and negative sides of change, 

as well as their impact on others within the organisation, is crucial to learning how to 

lead change. 

To summarise, leaders establish a vision and strategy for moving forward, align 

people with the vision/strategies, and then inspire, motivate, and influence them to 

make it happen (Kotter, 1996). In this regard, the leadership needs to work out a 

strategy on how to align the employees towards the change strategy, how to create 

this desire among individuals to be motivated and want to support the change that is 

being implemented.  

 

According to Prosci, founded in 1994 by Jeff Hiatt, the general questions asked by 

employees in building desire are:  

 

i. What is in it for me? 

ii. What are the benefits of change management for the organisation? 

iii. Why should I get on board? 

 

Answering them can provide incentive or rejection to desire for change. 
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 To further tie the concept of Desire in ADKAR to leadership quality, Jones, Firth, 

Hannibal & Ogunseyin (2019) have discussed In their research, they used the 

concept of ‘relational leadership,' which was first articulated by Uhl-Bien (2006). It is 

regarded novel and ground-breaking, even going so far as to suggest that an 

individual's ability to influence is determined by a social dynamic. “We need to move 

beyond a focus on the manager–subordinate dyad or a measure of relationship 

quality to address the question of, what are the relational dynamics through which 

leadership is produced throughout the workplace,” according to Uhl-Bien (2006). He 

defines relational leadership as a "social influence process" that creates and 

maintains social order and change. In other words, because changes are made and 

produced, and everyone participates in the process, the social factor is at the heart 

of relational leadership. He goes on to say that relational leadership is not dependent 

on role or hierarchical position, especially in times of upheaval. The role of 

Leadership in Desire for change among the employees is adapted from ADKAR 

model in the present study.  

 

ADKAR Phase 3 - Knowledge 

 The next strategy under the ADKAR model is knowledge. Quyen Wong, Meredyth 

Lacombe, Ronald Keller, Terence Joyce & Kellie O’Malley (2019) in their research 

came up with the strategy by ensuring that the staff was provided with the knowledge 

on how to change. This, in the context of this study can be referred to learning new 

skills, learning to think as a team, learning how to time box, sharing of information as 

well as setting reasonable targets among the employees.  
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 This process of increasing Knowledge is done through Training & Development 

programmes, which are an important feature for any successful training programme. 

According to Riccardo Sartori, Arianna Costantini, Andrea Ceschi, Francesco 

Tommasi (2018), training and development are terms used to describe educational 

activities carried out in businesses to enhance the competencies of workers, 

employees, and managers in the context of lifelong learning and performance 

improvement. As a result, we define competencies as personal attributes that enable 

people to be productive in changing professional and everyday life environments. 

They're also important in organisational innovation, which is the process of turning 

ideas or inventions into valuable items or services that customers will pay for. 

Organizations manage change through three distinct yet interwoven functions: 

training, development, and innovation.  

 The training and development referred to here is not limited to just the employees, 

but the supervisors and management as well. Veloso-Besio, C, Cuadra-Peralta, A., 

Gil-Rodríguez, F., Ponce-Correa, F. and Sjöberg-Tapia (2019). Additionally, 

supervisors have a significant impact on the organisational climate and motivation of 

employees (Cuadra-Peralta et al., 2017), largely due to the face that they have 

interactions with their employees (Avolio et al., 2009). As such, it is imperative to 

evaluate the efficiency of the training that the supervisors have gone through when 

faced with resistance to change, and to see how they overcome it. 

 As such, training and development aides in the Knowledge phase of ADKAR by 

having a platform for both management and employees to enhance their abilities in 

order to better manage the change that they are facing, at the same time to 

understand what is required from them in their work moving forward.  
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ADKAR Phase 4 - Ability 

 The next after knowledge in the ADKAR model is ability. While knowledge is about 

theory and understanding, ability is all about how you can get things done. This is 

where the employees are motivated to showcase their skills and abilities based on 

the knowledge that has been accumulated in the previous phase. This gives the 

employees confidence in carrying out their duties as well, besides encouraging 

participation in the change process and implementation as well. 

 According to Liker and Hoseus (2008), success may be secured by the availability 

of two elements: A) a production system that highlights the problem, and B) a human 

system that enables people to recognise the problem and fix it. To ensure success, 

you'll need people with the correct personalities, who are team-oriented, 

knowledgeable, and well-trained to cope with any challenges that arise. According to 

Liker and Hoseus (2008, p.40), they "see errors as opportunities for learning." 

Instead of blaming individuals, the organisation takes corrective action and widely 

disseminates information about each occurrence." They go on further to state that 

learning is a never-ending process in which superiors pass on their knowledge and 

experience to subordinates, and predecessors can do the same for their successors. 

Individuals on all levels of the team should share their knowledge with each other. 

 As such, it is suggested here that ability is demonstrated through active employee 

participation and involvement in the change process. According to George S. 

Benson et al, (2006) high-involvement work practices have been one of the great 

success stories in management over the last 50 years. In many workplaces, self-

managed teams, cross-training, shared information, participative decision making, 
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and incentive rewards are no longer seen as ‘‘innovative’’ or ‘‘high performance” but 

just a way of doing business. 

 Based on research done by Thomas et al. (2019), change efforts, no matter how 

important or beneficial they appear to be, cannot be implemented without the 

participation of the people who will be affected by it, particularly employees who are 

typically the executors of the change (Naghibi & Baban, 2011). Staff involvement in 

any change endeavour is intended to increase employee commitment and 

performance. Academics and professionals agree that employee support is required 

to successfully manage change projects. Employee disengagement from 

organisational activities can come from non-involvement in the change process, 

despite the fact that employee involvement is always a vital success component.  

 Employee involvement, as stated by Naghibi and Baban, refers to employees' 

direct participation in helping an organisation realise its vision, mission, and key 

deliverables in order to meet established objectives. Employee engagement, in this 

sense, refers to employee participation in a planned change that takes into account 

employees' perspectives and inputs from conception to planning, execution, 

monitoring, and assessment, as well as their problem-solving ability.

 Therefore, ability in the context of this research is demonstrated and practiced 

through employee involvement and participation in the change process, by applying 

the knowledge learnt and demonstrating their abilities in adapting and championing 

the change process. 
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ADKAR Phase 5 - Reinforcement 

 Karambelkar & Bhattacharya (2017) in their article suggest that the final stage of 

ADKAR reinforcement is focusses on building and maintaining sustainability. A 

sense of accountability is being realised by the new employee during this process. 

The reinforcement is aided by performance management systems as well as a 

rewards and recognition programme. New employees will remain motivated to do 

well in the job if they are rewarded for successfully completing their probationary 

period. 

 The above suggestion points to introducing and implementing a reward system for 

successful change implementation, which would then promote sustainable results of 

the change programme.  

 On the other hand, Quyen Wong et al., (2019) suggest that change often fails 

because resources and support are quickly reallocated to the next project soon after 

implementation. Keeping this in mind, they continued to provide staff with 

reinforcement of the change through technical, clinical, and team development 

support. 

 Lance A. Berger & Dorothy Berger in their book “The Talent Management 

Handbook, Third Edition (2003) : Making Culture a Competitive Advantage by 

Acquiring, Identifying, Developing, and Promoting the Best People” contend the 

following: 

 “Rewards programmes are uniquely effective communications tools because they 

represent the perfect chance for businesses to “put their money where their mouth 

is,” which is often forgotten during transformation. This necessitates planning ahead 
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to identify the benefits of transformation. While this isn't typically the first thing that 

comes to mind for leaders, it's a very straightforward process that starts with three 

inquiries that employees have as they assimilate change messages: 

1. What is most important right now? Are your priorities different now than they 

were before? 

2. What part do I play in the transformation? What am I supposed to do now? 

3. What am I getting out of contributing to the change? 

 Organisations undergoing transformation have numerous chances to use 

incentives to encourage the transition and convey to employees the personal 

benefits of the shift. New, more satisfying career paths, for example, will help 

organisations acquire the high-priority competencies they need to compete faster. 

Employees who exhibit new competencies will receive a significant raise in base 

pay.” As such, it is further suggested in this study that rewards make up an essential 

part of the reinforcement strategy under ADKAR.  

 A summary of the interpretation of the ADKAR model based on the literature cited 

above for the purposes of this study is as follows: 

ADKAR Phases Application in Change Management 

Awareness Communication 

Desire Leadership 

Knowledge Training & Development 

Ability Employee Involvement 

Reinforcement Rewards 
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In conclusion, it is clear that the ADKAR model captures the organisational as well 

as individual dimensions of change. It also gives a clear guideline to management as 

to how to manage change. As a result, ADKAR model is an effective tool for planning 

change activities, diagnosing gaps, developing correction action and supporting 

managers and supervisors (Mulder, 2013). 

 

2.3   Research Methodology 

 Extensive research has been done on the topic of change management, where 

much literature has repeatedly stated that change resistance is an essential part of 

the change process, which must be faced, dealt with and resolved  with for the 

change implementation to be successful. James O’Toole (1995) points out in his 

book, ‘Leading Change: Overcoming the Ideology of Comfort and Overcoming 

Tyranny”, that people resist change due to the fundamental human objection to 

having the will of others imposed upon them. For that purpose, this research 

focusses on factors that can reduce this resistance to change among employees.  

 As mentioned above, there has been extensive critical research which has been 

done focussing on change management. Researches have come up to different 

conclusions in different studies on what contributes to successful change, as well the 

causes for resistance that lead to failure of change exercises.  

 This past research is the basis for this study, which will study the topic of change 

management in further detail and compile all conclusions into a set of 

recommendations for the best ways to reduce resistance to change and implement 

change successfully. 
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 A vast compilation of secondary data comprising journals, articles as well as 

textbooks were referred to for the purposes of this study. As this is a qualitative 

study, a strong number of 19 articles and reports on the topic of organisational 

change management were thoroughly reviewed and examined to form the 

foundation of this research. The literature referred to is written between 2011 and 

2020. Most of the literature cited in this study has been published from the year 2015 

and onwards.  

 The process of researching, compiling and reviewing of these articles and journals 

took approximately 3 months. Upon completion of the review process, factors that 

reduced resistance among employees thus contributing towards successful change 

management were identified.  

 

2.4   Literature Review 

 Implementing major changes within the organisation is a challenging thing to do, 

as there is much at stake and not forgetting the high costs that are being incurred.  

As mentioned at the beginning of the research, there is a high rate of failure, 

whereby almost 70% of all change exercises end in failure. Therefore, it is important 

and necessary for change management to be conducted in a systematic manner, 

focussing on getting a few key areas right, which highly increases the likelihood of a 

successful change exercise.  

 Past studies have shown that the successful implementation of any change 

initiatives is highly dependent on the employees of the organisation, especially due 

to the face that organisations only plan and make decisions on the change, but the 
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implementation and execution of the change is run and carried out by the workforce 

(Shah et al., 2016). There are many case studies that give evidence on the important 

role that “human factors” play in organisational change (Hoover and Harder, 2015). 

 Guided by the ADKAR model, a total of 19 change management studies ranging 

from the past 10 years, 2011 till 2020 were thoroughly vetted and studied as 

reference in this research. The literature compiled was then categorised into the 5 

ADKAR stages as shown below: 

No. Reference Context 

1. Quyen Wong et al., 2019 ADKAR for effective 

change management 

2. Karambelkar & Bhattacharya, 2017 ADKAR for effective 

change management 

                                     ADKAR - AWARENESS  

3. Rich Parsells, 2017 Communication as a 

critical element for change 

implementation.  

4. Saira Khatoon & Dr. Ayesha Farooq, 2016 Quality of change 

communication has a 

significant positive impact 

on organisation 

performance. 

5. Age Rosenberg, 2017 

 

Positive communication 

during change igniting 

commitment, trust, 
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optimism produces 

desirable effect during the 

transformation. 

6.  

 

Rezarta Hasanaj &  Mimoza Manxhari, 2016 Effective communication 

is essential during 

change, as well as the 

role of communication 

should be viewed as 

game changers during 

change. 

                                  ADKAR – DESIRE  

7.  

 

Dr. Ejaz Ahmed Qureshi & Mrs. Anjum Usama 

Sayyad, 2016 

 

Any effective change 

endeavour requires 

leadership and 

management abilities 

such as visioning, 

prioritising, planning, 

offering feedback, and 

rewarding success. 

8. 

 

Jones et al., 2019 The importance of 

effective leadership in 

successful change 

management. 

9. Kim Aitken & Kathryn von Treuer, 2014 Outlines how leaders can 

foster organisational 
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 identification within their 

organisations to maximise 

the success of 

organisational change. 

10. 

 

Combating COVID-19 with an agile change 

management approach – Deloitte India, May 

2020 

Among factors that help 

enterprises deal with 

change which was 

brought about by the 

Covid-19 pandemic are 1) 

strong leadership action, 

and 2) central response 

office initiation. 

11. 

 

Appelbaum et al., 2017 Positive effect of 

transformational 

leadership on employee 

commitment to change, 

together with regular 

formal and informal 

communication.  

12. 

 

Stephen L. Jones & Andrew H. Van de Ven, 

2016 

Managers must 

encourage employees to 

participate constructively 

in change projects at all 

stages of the process, not 

just at the start. 
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13. 

 

Ali Mohammad Mosadeghrad & Maryam 

Ansarian, 2014 

Ineffective change 

leadership will be the 

downfall of any change 

initiative.  

                                    ADKAR -  KNOWLEDGE  

14. Veloso-Besio et al., 2019 Training programmes on 

supervisors help to buffer 

resistance during the 

change process.  

15.  

 

Sartori et al., 2018 Investment into internal 

training enhances 

company innovative 

performance which equips 

the employees with 

knowledge required 

during changes process.  

                                          ADKAR – ABILITY  

16.  

 

Benson et al., 2014 The easiest way to 

manage the change 

process is for 

organisations to create a 

culture of employee 

participation. 

17. Thomas et al., 2019 Work experience, 

employee’s skill and level 
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of education were found 

to be the factors that 

influence the involvement 

of employees which 

enhances correct and 

holistic change 

implementation.  

18.  Ahmad Hafizh Damawan & Siti Azizah, 2020 Participation from 

employees in change is 

recognized as a factor to 

reduce change 

resistance.  

                            ADKAR - REINFORCEMENT   

19. Mislav Ante Omazić & Rebeka Danijela Vlahov, 

2011 

Wages are very important 

to employees as element 

of the workplace, but 

when change takes place 

most of them are more 

motivated by non-material 

rewards.  
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2.5   Research Framework 

 This study is done based on exploratory research to study change management 

which includes the reason for failure, what causes resistance to change, as well as 

what are the factors that contribute to its success.  

 Based on the review of the literature that has been done, this study proposes six 

variables to be focussed on, which are: 

1. Role of Communication during change. 

2. Strong Leadership during Change.  

3. Training & Development during Change 

4. Employee Participation/Involvement in the Change 

5. Rewards as Motivation during Change 

 

IV – Independent Variable 
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CHAPTER 3 

RESEARCH DESIGN 

3.1   Introduction 

 This chapter can be considered the “blueprint” of the entire research, with the aim 

of fulfilling the research objective put forth in the first chapter. The decision will be 

made in this chapter on the research approach chosen for this study, which would 

determine the relevance of the information that is gathered throughout the research 

process.  

 

3.2   The Research Design 

 A Systematic Literature Review was done in order to address the research 

objective of this study, as well as used as the main approach for data collection as 

this process uses a methodical way of identifying, assessing and analysing 

published primary studies.  Systematic reviews differ from ordinary literature surveys 

in being formally planned and methodically executed.  

 The qualitative data collected is interpreted from secondary data that includes 

Journals, Articles and Text Books on Change Management. The journals and articles 

will be reviewed, which then is compiled to conduct critical review for the use in data 

collection. The boundaries of the search done on the literature included in this study 

were set, and the literature included had to be specifically on change management 

within organisations, in both private and public sectors around the world. The search 

was not limited towards a particular sector of work, as all fields and areas of work 

researched in the past were included.  
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 This search was conducted online, and for the purposes of setting a boundary the 

first 100 sources of literature that appeared on Google Scholar as well as Emerald 

Insight were identified, and the search was stopped at 100 articles as it provided a 

wide variety of data to decipher and research.  

 Next, to remain current and relevant, articles which spanned from 2010 – 2021 

were selected, and the selected articles were required to have the words “change 

management” in them. Articles that did not include the term “change management” 

were excluded, along with articles that did not list out factors that either reduced 

employee resistance towards change OR factors that contributed towards change 

success were omitted. Literature that did not contain any of the following were also 

omitted from the list : 

1. Factors that cause resistance to change 

2. Study of successful change management programmes.  

3. Role of employers and employees in the change process.  

4. Reasons for the implementation of the change.  

5. Other factors that cause change failures and its implication. 

This was done to stay in line with the research topic and objective, which focusses 

on change management and factors that contribute towards successful change 

initiatives.   

     Upon applying these criterion, 19 articles remained, and these 19 articles were 

included in the literature review segment of this study. The factors that contributed 

towards successful change / factors that contributed towards reducing change 

resistance were then identified, and were categorised based the themes that 



 
 

29 
 

emerged from the literature which were also in line with the 5-steps of the ADKAR 

model. Factors that were not in line with the ADKAR model were omitted, and the 

frequency of these factors are studies and reported in the results and discussion 

chapter which follows.  

My interpretation of the findings of this Systematic Literature Review are also 

discussed in the following chapter. 

 

 

Inclusion Criteria 

 

Search Boundaries: Google Scholar, Emerald Insight 

Search Term: “Change Management” 

Cover Period: 2010 – 2021 

 

 

 

 

Exclusion Criteria 

 

Articles without any of the following: 

1. Factors that cause resistance to change 

2. Study of successful change management 
programmes.  

3. Role of employers and employees in the change 
process.  

4. Reasons for the implementation of the change.  

5. Other factors that cause change failures and its 
implication.  

Table on Inclusion and Exclusion Criteria for Systematic Literature Review 
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CHAPTER 4 

RESULTS & DISCUSSION 

4.1   Introduction 

 In this chapter, we take a look at the results of research and review done in the 

previous chapters based on the ADKAR theory and how it fits into the relevance of 

this study. The results will then be assessed on its relevance based on the research 

objective, and the 5 factors proposed during the literature review stage would be 

examined using the variables constructed and its relevance studied.  

 

4.2   Results & Discussion 

1. Role of Communication during change.  

 The first variable researched focussed on the role of communication in the change 

process, on its impact, its effectiveness as well as the strategies needed when using 

communication as a change tool. Communication is discussed in 4 articles reviewed 

for this thesis. 

 Rich Parsells (2017) in his paper highlights that past research has made very 

strong cases that in implementing change, the role of communication is highly 

essential and critical. Parsells’ paper recognises employees as the critical link 

between the established goals of an organisation and their successful outcomes. 

This suggests that how well employees understand the change, perceive it as having 

value, and are provided proper support and guidance during the implementation of 
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the change, influences the ability of employees to perform their critical link function 

through the successful implementation of the goals related to the change.  

 Parsells quotes Weick, Sutcliffe, & Obstfeld, 2005 when he states that change 

brings about a new state of being as people move away from an existing one, which 

brings about a sense of loss to them. Regardless of whether the change is perceived 

as a positive or negative occurrence from the start, this probable sense of loss, 

combined with new work variables arising from the transition, leads to ambiguity and 

bewilderment. During this period, there is a greater demand for sense-making due to 

the presence of uncertainty and confusion (which here means a need to develop 

plausible rationale for ongoing events).  

 As communication has been noted as an important part of sense-making for 

employees, Parsells then cites Russ (2007) in classifying communication strategies 

used during change pragmatic (top-down, one-way mode of communication) or 

participatory (employee is an active and involved participant in receiving as well as 

clarifying the messages received, more democratic in nature).  

 Parsells concludes his research by summarising the findings from his study. 

Firstly, the role and importance of communication during change is not limited to the 

planning and development stages, but is even more critical at the time of 

implementation phase where much uncertainty and confusion can occur. Next, the 

study also suggests the need for management to strengthen communication within 

their respective groups, which can be done by creating a physical space for 

communication to occur (where meetings and brainstorming can take place). Apart 

from that, the study also suggests that participatory communication was the mode of 

communication that was reported as having a salient effect on participant’s 



 
 

32 
 

understanding of the reasons behind actions taken as the change process unfolded, 

along with an added benefit of contributing to participants’ insights of their functions 

within the larger context of the organisation. This point of participation is also part of 

another variable in the present study on change, and will be discussed in more detail 

later. Finally, Parsells’ study also came to the conclusion that communication by 

managers to employee recognising their good performance (either verbal or written) 

increases the sense of personal value among employees hence strengthening their 

belief in the change process. The role recognition plays in change will also be 

discussed more later in this paper.  

 Next, Khatoon & Farooq (2016) in their paper recognise communication as a key 

aspect of change, with a great focus on the quality of change communication. It is 

also highlighted in their paper that poorly achieved change communication leads to 

rumours as well as resistance, and the exaggeration of negative features of the 

change (Smelzer and Zener, 1992; DiFonzo et al., 1994). The hypothesis developed 

in their research is “There is a positive relationship between quality of change 

communication and organisational performance,” which can be adopted in this paper 

to study the role of communication in the change process. The results of the study 

clearly support the hypothesis, and further emphasises the quality of change 

communication during the change process. Quality of communication depends on 

leadership of the organisation, which is another variable that will be discussed in 

detail in this study.  

 The third article studied for the purposes of this paper under the topic of change 

communication is by Age Rosenberg (2017). In his paper, Rosenberg stresses the 

importance on understanding what, how and the reason why during the change 



 
 

33 
 

process things are done and communicated, and practise theories' ways are used. 

and the communicative constitution of organizing (CCO) provides an opportunity for 

this. Rosenberg also takes the perspective of resistance when talking about change, 

and raised the following question in his research: How and on what levels can 

communication help reduce the negative aspects of change that lead to negative 

feelings? 

 Rosenberg's research also emphasises the importance of communication for the 

purpose of "understandings," whereby "understandings" of how things are done, as 

well as how they were done previously can provide members of the organisation with 

the knowledge that they need in order to deal with potential tensions and dilemmas 

that may arise from conflicting methods of work. According to Salem (2008), 

businesses may fail to adapt if too many employees perceive they are not receiving 

adequate information. This is also linked to practical communication skills; a lack of 

good communication skills can lead to difficulties in making sense of change, 

distrust, and uncertainty. Rosenberg then conducts a case study to test this theory, 

the results of which also forms a big part of the findings in the present paper.  

 A case study on the impact of organisational structural reform practices on 

employees was done, with results highlighting that the structural reform was made 

and implemented, which however comes at the cost of unpleasant feelings in some 

sectors of the organisation, with mental agony, dissatisfaction, and confusion being 

the most often mentioned emotions in interviews concerning the transformation 

process. The respondents also discussed a lack of communication, which, in their 

opinion, could have helped to alleviate the unpleasant emotions that occurred in 

many cases if it had been better.  
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 Another concern raised by the interviewees/employees was that there was no pre-

planned communication on a practice-as-performance level regarding how to collect 

all of the change suggestions because they were announced one by one. There 

were no possibilities for collaborative decision-making at any level of the 

organisation, resulting in different interpretations of what was going on in the 

organisation and why people revolved around it. As a result, decisions in the making 

were occasionally halted to deal with fresh ideas, causing the process to stall.  

 In conclusion, Rosenberg says that the role of communication in dealing with 

these intra-practice tensions cannot be underestimated. Tensions within practises 

are diverse and necessitate a unique response; not all of them can be avoided or 

eradicated, but they may be brought to the attention of practitioners to develop useful 

and long-term solutions today and in the future. One option, according to Rosenberg, 

is to hold staff discussion circles during the planning phase of a major shift. The goal 

would be to identify the important processes for the current organisation, as well as 

to change and construct the rules, methods of conducting particular processes, and 

logic behind the latter, i.e., management and employees working together. 

 The final article researched on the topic of communication during change for the 

purposes of the present study is by Hasanaj & Manxhari (2016), who put forward 

the notion that one of the most difficult issues in an organisation which leads to the 

high rate of unsuccessful change efforts is communication. Writing in the context of 

public service and public policy makers, Hasanaj & Manxhari argue that if employees 

are aware of where they exactly, how they are affected and what they are expected 

to do, it would be a huge help during the change. Good communication would assist 

both the employees as well as the public with the reform. The role of effective 
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communication is brought up in this paper as well, where Kotter is quoted many 

times, with emphasis given on Kotter’s suggestion that the most effective method of 

communication is to make use of as many various ways to communicate as possible, 

and to repeat the message numerous times in every possible situation, official or 

unofficial, is the most effective method of communication. According to Kotter (1996), 

the fundamental reason why communication isn't successful is because not enough 

effort is put into it. It is sometimes thought that the vision and plan that senior 

management or the change group has worked on for months would be clear and 

easily digested by the rest of the workforce in a reasonable amount of time. 

 Hasanaj & Manxhari put forth the idea that communication strategy is vital is 

planning for change, and Lewin’s change model was adopted in their research. Their 

research methodology that involved interviews of public sector employees came to 

the conclusion that communication develops trust, and the lack of it brings about 

distrust among the people involved. Communication also must not be a one-off thing, 

as it is an ongoing process and must be done in a timely manner.  

 Thus, my take on this factor based on the literature that I have studied and 

included above on change communication; I conclude that communication is one of 

the most essential factors that contribute towards successful change management. 

My assertion further is that communication needs to be done in an open and 

frequent manner, and effective communication strategies need to be implemented 

before, during, as well as after the change process. This directly reduces negative 

perception of the change from employees, which in turn reduces or eliminates 

resistance towards the change process.  
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2. Strong Leadership during Change 

 The second variable in this study is the role of leadership during the change 

process. Leadership in the context of organisational change would be in the form of 

managers, employers, superiors, and team leaders, among others, who play the role 

of change agents during the change process, whether directly or indirectly.  

 Qureshi & Sayyad (2016) define change agents as people from inside or outside 

the organisation who help the organisation transform itself by concentrating on 

issues such as organisational effectiveness, development, and improvement. The 

impact of new technology, structures, and tasks on interpersonal and group 

relationships in the organisation is usually the focus of a change agent's efforts. The 

emphasis is on the organisation’s people and their interactions. 

 In their study, Qureshi & Sayyad found that majority of employees look at any 

form of change from a negative perspective, which brings about high resistance from 

employees. Hence it is essential for management to act as change agents to 

manage this resistance. Management is referred to as change management here, 

and is concluded to act as the medium from unfreeze to refreeze stages in during the 

course of change management. 

 Next, we take a look at the article by Jones et al. (2019) on leadership in change. 

Daft (2018) is quoted to emphasise the role and importance of leadership as 

“Leadership is key to the success of any organisation as it has a direct impact on 

organisational performance, and thus organisational survival.”  

 Lack of competent leadership is a fundamental factor in businesses' failure to 

adapt to internal and external changes. It is acknowledged that managing change is 
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insufficient; but leading change is essential. Effective leaders perceive change as an 

opportunity to strengthen the organisation rather than as a threat. Understanding the 

positive and negative sides of change, as well as their impact on others within the 

organisation is crucial towards learning how to lead change. The essay goes on to 

explain the three most common leadership styles: autocratic, democratic or 

participative, and laissez-faire/delegative.  

 Furthermore, there are new up and coming leadership theories that underpin the 

knowledge and growth of change leadership; nevertheless, they emphasise on the 

role of the individual in the process of being led in authentic and relational leadership 

in a subtle way. These ideas focus on all players as moral and ethical contributors 

towards the change process with self-awareness, openness, transparency, and 

consistency, and place people at the centre of leading change. They also recognise 

that everyone has talents, expertise, and characteristics that can be used in the 

transformation process. As a result, they are better able to continue their 

professional development throughout their careers. 

 Todnem By et al. (2016) are cited in this article, whereby they contend that there 

are three well-established myths about change leadership: 1) that it is the individual 

who counts, rather than the many others who may be taking on a leadership role as 

well; 2) that leadership is sufficient and independent of other management activities; 

and 3) that one-size-fits-all rather than different types of leadership being required at 

different times. 

 In their research, Jones et al. (2019) discovered that democratic or participative 

leadership style is the prime style of leadership cited, and is twice more popular and 

used than the autocratic or even laissez-faire/delegative leadership style. Looking at 
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the fact that most change initiatives debated in their research was deemed to be 

successful, it was further suggested that a transformational leadership method is 

more expected to lead an effective change. The following are quotes from the 

research participants that emphasised the need for effective leadership during 

change:  

 “Successful change management requires a large commitment from executives 

and senior managers, whether the change is occurring in a department or in a 

complete organisation.” 

 “Factors such as effective management, strong leadership, structure in the 

organisation, and closely considering the demands of stakeholders are important to 

the process of change.” 

 Jones et al. concluded by summarising that change will be enabled through 

communication, leadership, and teamwork: the findings imply that businesses with 

ongoing communication and a more open and flexible leadership style that easily 

incorporates others are more likely to succeed in making a change. 

 The third article on change leadership researched for the purposes of this present 

study is by Aitken & von Treuer (2014), who outline how leaders bring about 

organisational identification among employees, which can make the most of the 

success of organisational change. Aitken & von Treuer have also referred to leaders 

as change agents, who undertake a pivotal role in assisting the organisation 

members to get adjusted to the new changes introduced. This article focusses more 

on the identification of organisational members towards their organisation as well as 

the change initiatives.  
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 According to the article, leaders are responsible to provide clarity and guidance 

regarding a changing organisation's "fundamental essence"– its identity, as well as 

the implications for organisational members in terms of their own identities, their 

expected conduct and performance, and the psychological bonds with the 

organisation. Competency frameworks, when used to define leadership standards 

inside an organisation, provide clarity on the behaviours and qualities that leaders 

must display in order to help their organisation achieve its vision and goals. A 

leadership competence framework would typically include dimensions related with 

change leadership and represent the organisation's current leadership requirements 

as well as an aspirational component by describing the talents required to steer the 

organisation to future success.  

 Four main elements emerged related leadership behaviours that Aitken & von 

Treuer found to be most successful when boosting organisational identity during 

change: (1) effective communication, which includes the ability to clearly articulate 

the case for change and focusing on one's communication style and frequency to 

ensure it is "fit for purpose"; (2) a focus on relationships, which includes authenticity, 

availability, empathy, and consistency; and (3) stewardship of the organisation and 

the change it is undergoing, which includes visible and sustained ownership of the 

change.  

A respondent to the research was quoted as commenting the following: 

 “Exceptional soft skills–empathy, the ability to translate strategy into words and 

content that resonates with individuals and makes them clearly see their role in the 

larger change initiative. The availability as a leader for one-on-one time, to be there 

for individuals if they’ve got concerns about the change piece and about “What does 
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that mean for me?” Transparent communication, openness . . . a strong, wise 

caregiver. And someone who is able to clearly articulate the vision on where we’re 

going. And again, what our purpose is.” 

 In their conclusion, the authors propose that a revised leadership competency 

framework serves as a practical insight into behaviours deemed most effective for 

leaders to employ when leading change.  

 As this present study is prepared during the Covid-19 pandemic, it was important 

for literature focussing on the changes that this pandemic has brought about in the 

management and running of organisations was included. A 2020 article by Deloitte 

India is researched next, which focuses on change management during the Covid-

19 pandemic.  

 Deloitte takes a look at resilient leadership taking action during the times of 

change. Compassion for employees and communities is required to lead and inspire 

employees in the face of a worldwide pandemic. The necessity of the hour is for 

leadership to concentrate first on the inside, then on the outside. They will be able to 

lead from both the heart and the mind as a result of this. To be able to pull the 

organisation through the crisis, leaders must also link their strategy with their actions. 

In order to accept the challenge and manage the shift, this scenario necessitates 

clarity and decisiveness. Leaders must prioritise the safety of their employees while 

they strive to respond. In addition to employees, all important contributors to the 

organisation (such as customers, vendors, regulatory authorities, and partners) must 

be identified and included in the plans for keeping the workforce safe.  
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 The enormity of the outbreak, as well as the ambiguity surrounding it, makes it 

difficult for executives to respond. Organizations look to their leaders for advice on 

how to deal with the crises' strategic, operational, legal, and logistical issues. A 

checklist was created to assist leaders in ensuring the survival and resilience of their 

organisations through immediate action, which includes having a people (employee) 

first mindset, building new teams across the organisation with many different experts 

to address the new requirements of the change, have high functioning 

communication, as well as prepare all necessary IT and other infrastructure prepared 

for employees to deal with the changing working landscape brought about suddenly 

by the pandemic.  

 As such, it can be concluded that leadership pulls the organisation through during 

the time of change and crisis, and that fundamental qualities such as empathy, being 

highly skilled, decisive actions and being transparent from the outset are most 

exemplary.  

 Appelbaum et al., (2017) is researched next, whereby the integration of a parent 

company and its subsidiary in North America. Their research was done with the 

objective to determine the inputs required for a successful adaptive change action 

plan in order to integrate these two teams and manage the ensuing change. The 

hypothesis “Transformational leadership positively affects employees’ commitment to 

organisational change,” where the research emphasized the role carried out by 

leaders in establishing the course and strategic alignment, as well as people 

motivation. Leadership qualities and skills are linked to success in implementing 

change – being able to communicate, coach, and involve people in order to 
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encourage, reward, and create teams – and necessitates their important capacity to 

detect and respond to individual needs throughout change. 

 The conclusion reached in Appelbaum et al. is that because uncertainty is 

recognised to be a primary source of resistance, management must convey a clear 

knowledge of why the change is important and what the result and process of the 

change will look like. Management must aggressively deconstruct existing 

organisational cultures during the transition process and move toward a shared, 

post-change culture. 

The article referred to next for the purposes of the present study is by Jones & Van 

de Ven (2016). Here, the authors have cited past research that emphasises on the 

fact that organisational change represents not only a macro shift in structure, 

systems, and routines, it also has important and often underestimated behavioural 

and psychological implications for individual employees, which is in line with 

choosing the ADKAR model for its human-centric approach to change management. 

Their research also acknowledges that not all employees within a given organisation 

respond alike to the changes ongoing in their organisation. Some employees 

respond to organisational changes with enthusiasm and as opportunities for learning 

and growth, some resist the changes and feel a growing sense of frustration, 

alienation, and grief. Their research found that the negative relationship between one 

organisational antecedent, supportive leadership, and change resistance increases 

over time. This indicates that supportive leadership becomes more crucial in 

reducing change resistance at later stages in the change process.  

Importantly, it has been highlighted here that ignoring early signs of change 

resistance is unwise, as if the resistance moves on or carries on into the later stages 
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of the change implementation, it can be particularly damaging. This is where the 

change agents who are the leaders and managers can play an important role in 

trying to address the issues surrounding the said resistance. 

Jones & Van de Ven attribute organisational effectiveness, or if translated to the 

present study successful change management to two factors – Supportive 

Leadership as well as Organisation Fairness. Though it can be argued that 

organisation fairness comes from supportive leadership, which supports the 

hypothesis for this paper that leadership plays an essential role in change 

management. When employees perceive their immediate supervisors to provide both 

consideration and initiating mechanisms for work completion, this is referred to as 

supportive leadership. Employees need these qualities of leadership while they go 

through organisational change. Employees may be fearful of unintended negative 

repercussions as a result of the ambiguity and potential hazards around change. 

Supportive leadership can help alleviate these worries and make people feel like 

they're a part of the transition process. Supportive leaders who empathise with 

people and help them see a successful path forward through the shift might lessen 

the threat of the change. 

 

Dealing with positive and negative employee responses to a change initiative is one 

of the most time-consuming and difficult aspects of managing an organisational 

change process for managers and change agents. A fundamental implication of 

Jones and Van de Ven's research, according to the report, is that managers must 

assist employees engage positively in change projects throughout the process, not 

just at the start. If resistance is disregarded, it has the potential to wreak havoc on 

the organisation’s effectiveness and employee dedication.  
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Their research concludes by emphasising the need of providing supportive 

leadership in minimising the harmful impacts of resistance to change over time. A 

supervisor is the most direct representation of an organisation for an employee. 

When this supervisor is seen as offering socio-emotional attention for employee 

needs and concerns, as well as task-instrumental directives in the organisational 

change process, employees will feel less intimidated. 

 

Lastly, Mosadeghrad & Ansarian (2014) studied on the topic of change 

leadership to test this hypothesis in the present study. The authors in their research 

have identified several factors that cause failure of change programmes, and 

suggest that the implementation of change programmes depends on the capability of 

leaders to adopt and adapt to the said change programmes. Barriers to change that 

need to be overcome were identified, and suggestions to overcome the were made.  

Strategic problems were recognised as the most significant impediments to the 

change program's execution and have the most negative impact on its success, 

according to the qualitative research conducted. And these roadblocks were 

discovered to be primarily tied to the organisation's management and leadership, 

with bad management, ineffective leadership, and a lack of strategic planning being 

highlighted as specific difficulties with leadership issues. 

 

Authors citing poor leadership during change were cited by Modadeghrad & 

Ansarian as follows: 

 Change is most likely to fail when driven by ineffective leadership (Cummings 

and Worley, 2005; Mourier and Smith, 2001).  
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 Shortell et al. (1995) - Command-and control-based leadership was the main 

barrier to the TQM successful implementation in organisations.  

 

 Leaders are responsible for leading the change initiative, defining and 

expressing a vision, persuading people to actively participate in the change 

initiative, and overcoming resistance and disagreement (Pasternack and 

Viscio, 1998).  

 

 Organizational change necessitates effective leaders who employ various 

leadership styles in various situations (Goleman, 2000) to inspire, motivate, 

and empower employees to accept responsibility for the change and to 

develop their skills and knowledge to enable them to perform their tasks 

effectively and efficiently. 

 
 

As such, I have heavily depended on and referred to this past research done by 

the authors cited above on change leadership, and how it affects the change 

process. In view finding, leadership has been identified time and time again as a 

crucial aspect of change management, whereby good, strong and competent 

leadership contribute positively to the change, by reducing resistance, instilling 

confidence among employees, as well as keeping an open channel of 

communication throughout the change. This I suggest, in return keeps the employee 

happy, and reduced the negative perception on the change, as well as motivates the 

employee to want the change to work out and be successful too.  
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3.  Training & Development during Change 

 

 Employee resistance to change can be attributed to one main factor – the fear of 

the unknown. It is human nature to reject change, as they like things to be just as 

they are, without needing to change the way things are done. However, this is not 

ideal for the fast-moving economy of the world that requires organisations to 

constantly change in order to meet the demands of the ever-evolving needs of the 

world economies. Therefore, it is suggested here that adequate training and 

development programmes can help both employees as well as the management to 

equip themselves with the necessary skills and knowledge to deal with and adapt to 

the change.  

 

 Veloso-Besio et al., (2019) is referenced in the present research, whereby the 

authors focus on the effectiveness of training programs to face change resistance. 

The authors suggest that While both the supervisor and resistance to change have 

an impact on variables like work organisation and organisational climate, training can 

be a useful tool for dealing with resistance to change. Supervisors are given training, 

and their effectiveness is judged by their direct reports (who in this situation do not 

receive training). The goal of this study was to explore if this type of training could be 

used to mitigate the negative impacts of change resistance. 

 

 The subject of how the process of organisational change effects workers' 

resistance to change has piqued the interest of Veloso-Besio et al. The 

communication of change, the level of comprehension of change, and the coherence 

of management actions with the change initiative's objectives have all been 
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recognised as variables in the change process that influence people's attitudes and 

resistance to change. Aside from that, the supervisor–employee relationship has an 

impact on employee reluctance to change. In particular, weak supervisor–employee 

ties have been linked to higher resistance to change, and good relationships have 

been linked to lower resistance to change. This shows that one strategy for 

overcoming resistance to change (among many others) is to develop the supervisor–

employee connection in order to support organisational transformation processes. 

Supervisors can be trained to help reinforce the system. 

 

 As a result of their study, Veloso-Besio et al. showed a strategy for dealing with 

resistance to change for practitioners centred on supporting the development of 

supervisory resources and capabilities that could aid in increasing the likelihood of 

success in real-world circumstances This becomes relevant when it is noted that 

organisations spend a portion of their budget on employee training and that, as a 

result, they may demand tangible outcomes. 

 

 Another literature studies and reviewed on the topic of training and development 

to deal with the change process is by Sartori et al. (2018). The authors here take 

the angle of change in the form of organisational innovation. Any type of 

organisational innovation, in order to be successful, necessitates the development of 

specific skills. This indicates that an organisation’s employees, even if highly skilled, 

may not be sufficient for innovation processes that truly desire in order to be able to 

stay up with a rapidly changing world. Another factor to consider is providing training 

activities that allow employees to update and empower their personal and 

professional traits, allowing workers, employees, managers, and other members of 
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the organisation to become more capable of generating and developing innovative 

ideas. 

 

So as a contrast to the previous article where the training and development 

programmes were focused on the supervisors in order to learn to deal with 

resistance, here the discussion is on training for the employees to increase their 

knowledge and skills in order to deal with the change that is brought about by 

innovation. But the training isn’t limited to upskilling of employees, but also focusing 

on relational and communicational skills to enhance the cooperation and 

collaboration between people within the organisation.  

 

When looking through the literature, it's not always clear what skills are truly 

required to make an innovation team successful. The skills listed may or may not be 

connected to the field of innovation. Aside from that, it could also be a question of 

skill level when it comes to mastering the competencies. Competencies and talents 

that are typically associated with innovation teams can also be present in other types 

of teams. There is little evidence that the essential competences change or should 

differ in innovation environments vs other settings, according to research. Being able 

to mix multiple points of view, for example, is undoubtedly important in decision-

making teams and problem-solving situations, but the required mastery level of this 

ability in innovation teams may differ in both quantity and quality. 

 

In conclusion, it is stressed many times that organisational innovation requires 

competences of different kind given that innovation deals with different kinds of 

change and different kinds of change require different competences to be dealt with, 
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in a circular and hopefully virtuous process according to which any change can be 

the stimulus for innovation, and any innovation introduces changes.  

 

This study has included only two articles on training and development programs 

during the change process, due to the lack of literature written and available on this 

topic. Here, I would like to again quote Sartori et al. who have argued that the 

relationship between training activities and organisational innovation (in this case 

organisational change) has been widely overlooked. Quoting this, I would suggest 

that as the research in these two articles both conclude that training and 

development programmes are crucial and aid in the change process, this is a crucial 

factor for change management and must be included as part of the change initiative. 

But I would also stress that this factor is not as popular or as well quoted as 

communication or leadership factors above.  

 

4. Employee Participation in the Change 

Next, we look at the role of Employee Participation during the change process.  

 Employee involvement refers to employees' active participation in helping an 

organisation achieve its vision, purpose, and key deliverables in order to reach its 

goals. Employee engagement, in this sense, refers to employee participation in 

planned change that takes into account employees' perspectives and inputs from 

conception to planning, execution, monitoring, and assessment, as well as their 

problem-solving ability. 
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 Benson et al. (2017) researched extensively on this topic, and started off their 

research by highlighting that even with the proven positives and advantages of 

employee involvement, it is still not as extensively applied as it could be, even when 

accounting for industry and organisation differences in its usage. 

 The leadership behaviour of managers at all levels of the organisation is a 

significant predictor of high involvement's success. High involvement is undermined 

by a lack of administrative support, which plays a crucial role in failing initiatives. 

Supervisors generally relinquish some control when changing organisational 

structures to transmit information and autonomy to lower levels, and opposition has a 

direct impact on the nature of the new practises and their impact. In order to 

encourage new methods of working and allow the concepts of high participation to 

take root in an organisation, supervisors must get past the tension and nervousness 

that might precede employee engagement implementation. 

 The article then takes a better focus on the relationship between Employee 

Involvement on effective organisational change, which the present research argues 

is an important factor in change management. Giving employees a say in changes 

that affect their jobs is likely the most tried and true technique of dealing with change 

resistance. 

 The psychology behind the benefits of involving employees in the process of 

change is based on alleviating the sense of uncertainty and fear that is common in 

such situations. Participation can also help employees cope with change by giving 

them a sense of control over their work circumstances during a stressful transition. 

Participating in the change process allows employees to gain knowledge about the 

change, which will speed up their adaption and give them a sense of psychological 
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ownership. Psychological ownership, in turn, inhibits people and organisations from 

blaming management for change-related stress and potential change failure, and 

sets the stage for them to embrace high-involvement management. 

 Benson et al. conclude by reiterating that managing the change process to 

achieve high engagement will be easier for firms with a culture of employee 

participation. They interpret employee engagement studies to show that the 

beneficial relationship between employee engagement and organisational 

performance is reciprocal and evolves over time. 

 Two more articles are research and included in this study on the topic of 

Employee Involvement which are by Thomas et al. (2019) and Damawan & Azizah 

(2020). Both literature reports employee involvement has positive effects on change 

management.  

 Staff involvement in any change endeavour is intended to increase employee 

commitment and performance. Academics and professionals agree that employee 

support is required to successfully manage change projects. Employee 

disengagement from organisational activities can come from non-involvement in the 

change process, despite the fact that employee involvement is always a vital 

success component. 

 Employee involvement, according to Thomas et al., promotes more effective 

communication and minimises industrial friction. Employee morale is known to 

improve as a result of employee involvement since it fosters a sense of belonging. 

Change acceptance is aided through employee involvement. When employees are 

involved in the process, they are more likely to be committed to achieving their goals. 



 
 

52 
 

Employee participation is beneficial to any given transformation plan. According to 

the findings of Thomas et al., work experience, employee skill, and degree of 

education are all factors that influence employee involvement. Years of service, 

union membership, and management's leadership style were among the criteria 

shown to have no impact on employee engagement. The level to which employees 

are involved, according to management responders, is determined by the type of 

change to be executed. There is a strong link between an employee's qualifications 

and the likelihood that management will involve that person in change-related 

decisions. 

 Damawan & Azizah speak on the effects of low participation in change, which will 

make employees feel unnecessary in the organisation because the lack of 

participation and sudden change implementation make employees confused and 

tend to reject the said changes. The strategy they propose to overcome this is 

participation, as it is argued to be the most effective method to overcome or reduce 

resistance to change. It says that any employee who is concerned about change can 

assist or participate actively in its execution or preparation. Although this technique 

takes a long time to implement, it has a high success rate. The third technique is 

psychological ownership, which is defined as a sense of belonging to a company. 

Self-continuity, self-improvement, and control and efficacy are three core demands 

of the self that are powerful promoters of behaviour and attitudes. These three basic 

demands will influence how employees resist change, but it will also depend on the 

type of change the organisation is planning and whether or not the employee finds 

the change appealing. 
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 In my conclusion based on the literature quoted above, employee 

participation/involvement is also an important factor in change management, as 

having an active employee participation in the change process will lead to higher 

success rates of change initiatives. The literature reviewed on employee participation 

is extensive and conclusive on this, and as such I make the assertion that this factor, 

added to the 3 factors already mentioned above, must be part of future change 

initiatives as well.  

  

5. Rewards as Motivation during Change 

 Finally, the role of rewards on the change process is studied through the work of 

Omazic & Vlahov (2011). Here, rewards are considered as a motivating strategy in 

order to reduce resistance towards change as part of a motivation strategy. Material 

rewards are crucial to employees as a part of the workplace, but non-material 

benefits are more motivating when change occurs, according to the findings. 

 Compensation systems are designed to inspire and retain employees in an 

organisation, and in the context of change, they can be used to model desired 

behaviour, such as behaviour that fosters change acceptance. Employees' financial 

situation and financial recompense for work are secured and improved through 

material compensation and incentives. There are two primary categories of financial 

compensation based on the degree of directness of material or financial advantages 

and overall pay for employees in an organisation:  

(a) direct material gains, such as the compensation system and other material 

incentives, that employees receive as money through wages (salary, bonuses and 
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incentives, fees for innovation and improvement, rewards for spreading the 

knowledge and flexibility); and 

 (b) indirect material gains that contribute to an individual's material standard of living 

despite the fact that the employee does not receive them directly in the form of 

wages and money, and they are not distributed according to working life and 

success criteria, but are acquired through employment in a specific organisation 

(scholarships, tuition fees, study tours, trainings, paid absence and free days, official 

car and managerial benefits). 

 However, the majority of human wants, according to the same authors, are non-

material in character. This means that organisations that provide material incentives 

and meet material wants and ambitions must also meet other people's needs and 

aspirations. Many non-material motivational tactics can be linked under a broad 

framework of employee empowerment, which is becoming a powerful trend and one 

of the most pressing problems of today's managers, who want to increase 

organisational flexibility and efficiency. Its goal is to improve the quality and speed 

with which decisions are made and possibilities in the environment are responded to, 

as well as the general interest and motivation of employees to solve problems and 

grow. Work design, various management styles, employee participation, 

management by objectives, flexible working hours, acknowledgement and giving 

feedback, organisational culture, and continuous training, as well as development 

opportunities and career development, are the most common non-material rewards. 

It is vital to execute changes at the appropriate time and in the right method in order 

to keep up with the competition and thrive in a market that has never been as 

demanding and rapidly changing as it is now. As a result, one of the most critical 
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concerns in any organisation is the transition process. People are the most crucial 

aspect of any organisation, but they are also the least predictable and persistent. 

Change initiators and agents have the problem of overcoming barriers to change 

acceptance since opposition to change is frequent throughout the change process. 

 In conclusion, the research conducted went on to show that although wages and 

monetary compensation are an essential part of an employee’s workplace 

motivation, but during the times of change employees are more motivated by non-

material rewards. 

 As there was only one article found and included in the present study, I would 

conclude that rewards also play a significant but a relatively smaller role, similar to 

training and development, in change management as compared to communication, 

leadership or employee involvement. But I would give it equal importance as the 

other four factors that were discussed prior to this due to the depth in research done 

in the literature quoted.   

  

Table of Successful Change Management Factors  

Authors 

(Year) 

Change 

Communication 

Change 

Leadership 

Training & 

Development 

Employee 

Participation 

in Change 

Rewards 

Rich Parsells 

(2017) 

X    X 

Khatoon & 

Farooq (2016) 

X X    
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Rosenberg 

(2017) 

X     

Hasanaj & 

Manxhari 

(2016) 

X     

Qureshi & 

Sayyad (2016) 

 X    

Jones et al. 

(2019) 

 X    

Aitken & von 

Treuer (2014) 

 X    

Deloitte India 

(2020) 

 X    

Appelbaum et 

al. (2017) 

 X    

Jones & van de 

Ven (2016) 

 X    

Mosadeghrad 

& Ansarian 

(2014) 

 X    

Veloso-Besio 

et al. (2019) 

  X   

Sartori et al. 

(2018) 

  X   

Benson et al. 

(2014) 

   X  

Thomas et al. 

(2019) 

   X  

Damawan & 

Azizah (2020) 

   X  

Omazić & 

Vlahov (2011) 

    X 
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CHAPTER 5 

CONCLUSION 

5.1   Conclusion 

 There were 19 articles and journals on organisational change which were 

reviewed and examined for the purposes of this research. The literature which has 

been reviewed spanned from the year 2011 – 2020, with a majority of articles dating 

year 2015 and after.  

 Based on the research done, 5 factors were studied in relation to change 

management, out of which three factors – communication, leadership and employee 

participation were found to be the most commonly used and effective factors that 

contribute towards successful change management. Training & Development as well 

as the role of rewards were recognised as important factors in change, but had little 

research done on it so far.   

 These factors discussed in this study were all effective in reducing employee 

resistance, which was a concept first introduced by John Kotter in 1979. Kotter 

recognised that almost 70% of all change exercise fails, and can be contributed to 

employee resistance.  

 Therefore, factors to reduce resistance have been studied in this research, to 

make the change management more employee centric and transparent to the 

employees, in order to promote employee acceptance.  

 Employee acceptance can be achieved through the following five methods, as 

guided by the ADKAR principle: 
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1. Open and constant communication between Employers and Employees 

before, during and after the change process. 

2. The presence of Strong Leadership whereby managers act as change agents 

will lead to successful change management. 

3. Training & Development programmes help both managers and employees to 

be well equipped with the knowledge and skills required to adapt to the 

change process.  

4. Employee involvement and participation has a positive and significant impact 

on successful change implementation. 

5. Offering both material and non-material rewards will reduce resistance and 

increase motivation during the change.  

 In conclusion, the aim of the current qualitative study in managing change 

resistance for successful change management, engaging the ADKAR model and 

critical analysis of relevant literature review, was achieved.  

 

5.2   Limitations 

Only 19 articles and journals done in the past were reviewed and analysed. In 

addition, ADKAR model was utilised to study the 5 key factors for successful change 

management. 
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5.3 Recommendations  

 This research is purely qualitative, and it is recommended to conduct a survey to 

reaffirm the findings of the content analysis.  

 It is further recommended that more than 19 articles and journals should be 

examined for more conclusive research. 

 For a more wholesome and comprehensive study on this topic, more than one 

research model can be used besides the ADKAR model. 

 

 

 

 

 

 

 

 

 

 

 



 
 

60 
 

REFERENCES 

 

Aitken, Kim, & Von Treuer, Kathryn. (2020). Leadership behaviours that foster 

 organisational identification during change. Journal of Organisational Change 

 Management.  

 

Covid 19: Business continuity plan - Change management plan - Approach. (2020, 

 September 28). Retrieved from https://www2.deloitte.com/in/en/pages/human-

 capital/articles/in-hc-combating-covid-with-an-agile-change-management-

 approach.html 

 

Dr. Ejaz Ahmed Qureshi, & Mrs. Anjum Usama Sayyad. (2016). Business role of 

 managers as change agents in managing resistance to change. 

 International Journal of Management, 7(1), pp. 42-49. 

 

George S. Benson, Michael Kimmel, Edward E. Lawler III (2014). Adoption of 

 employee involvement practices: Organisational change issues and insights" 

 in research in organisational change and development. Published online, 11, 

 233-257. 

 

Hasanaj, Rezarta. (2017). Importance of communication during change: A case of 

 the municipality of vlora. European Journal of Multidisciplinary Studies. 4, 15. 

 10.26417/ejms.v4i1.p15-19. 

 

Jones, Jenni & Firth, Janet & Hannibal, Claire & Ogunseyin, Michael. (2019). Factors 

 contributing to organisational change success or failure. 10.4018/978-1-

 5225-6155-2.ch008. 

 

Jones, Stephen & Ven, Andrew. (2016). The changing nature of change 

 resistance: An examination of the moderating impact of time. The Journal of 

 Applied Behavioral Science. 52. 10.1177/0021886316671409. 

 

https://www2.deloitte.com/in/en/pages/human-
https://www2.deloitte.com/in/en/pages/human-


 
 

61 
 

Khatoon, Ayesha, & Farooq, S. (2016). Impact of organisational change on 

 organisational performance. Global Journal Of Management And Business 

 Research. Retrieved 

 from https://journalofbusiness.org/index.php/GJMBR/article/view/1971. 

 

Mohan Karambelkar, & Shubhasheesh Bhattacharya (2017). On boarding is a 

 change: Applying change management model ADKAR to on boarding. Human 

 Resource Management International Digest, 25(7), 5-8. 

 

Mosadeghrad, Ali & Ansarian, Maryam. (2014). Why do organisational change 

 programmes fail? International Journal of Strategic Change Management, 5. 

 189. 10.1504/IJSCM.2014.064460. 

 

Omazić, Mislav & Vlahov, Rebeka & Klindzic, Maja. (2011). The role of material 

 and non-material rewards in reducing barriers to change acceptance. 

 

Parsells, Rich. (2017). Addressing uncertainty during workplace change: 

 communication and sense-making. Administrative Issues Journal Education 

 Practice and Research, 7. 

 

Rosenberg, Age. (2018). Taking apart structural change: The constitutive role of 

 communication in relieving tensions. International Journal of Organisational 

 Analysis. 26. 00-00. 10.1108/IJOA-04-2017-1156. 

 

Sartori R., Costantini A., Ceschi A., & Tommasi, F. (2018). How do you manage 

 change in organizations? Training, development, innovation, and their 

 relationships. Front. Psychol. 9, 313. doi: 10.3389/fpsyg.2018.00313. 

 

Steven H. Appelbaum, Aleksey Cameron, Floris Ensink, Jahnabi Hazarika, Raid 

 Attir, Rouba Ezzedine, & Varsha Shekhar, (2017). Factors that impact the 

 success of an organisational change: A case study analysis. Industrial and 

 Commercial Training, 49(5), 213-230 

 

https://journalofbusiness.org/index.php/GJMBR/article/view/1971


 
 

62 
 

Thomas, B., Tendai, K., Zororo, M., & Obert, S. (2019). Employee involvement in 

 change management in organisations: A case of the Zimbabwe electricity 

 transmission and distribution company (ZETDC). IOSR Journal of 

 Economics and Finance (IOSR-JEF), 10(2), 14-27.  

 

Veloso-Besio, C., Cuadra-Peralta, A., Gil-Rodríguez, F., Ponce-Correa, F., & 

 Sjöberg-Tapia, O. (2019). Effectiveness of training, based on positive 

 psychology and social skills, applied to supervisors, to face resistance to 

 organisational change. Journal of Organisational Change Management, 

 32(2), 251-265. 

 

Wong Q., Lacombe M., Keller R., Joyce T., & OʼMalley K. (2019). Leading change 

 with ADKAR, Nursing Management, 50(4), 28-35. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 
 

63 
 

APPROVAL PAGE 

 

TITLE OF PROJECT PAPER : A CONTENT ANALYSIS ON FACTORS 

CONTRIBUTING TOWARDS SUCCESSFUL 

CHANGE MANAGEMENT IN 

ORGANISATIONS 

   

NAME OF AUTHOR : MANPREET KAUR A/P AMARJIT SINGH 

 

 
The undersigned is pleased to certify that the above candidate has fulfilled the 

condition of the project paper prepared in partial fulfilment for the award of the 

degree of Master in Strategic Human Resource Management. 

 

 

SUPERVISOR 

Signature :  _______________________ 

Name  : 

Date  : 

 

 

ENDORSED BY: 

 

______________________________ 

Dean 

Graduate School of Business 

Date: 

 

 

 


