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Abstract 
Organisations are changing their strategies in order to improve their operations. National 
Home Builders Registration Council (NHBRC) has grown over the years, and this has led to 
it continuously changing in order to meet organisational goals and objectives. The aim of the 
study was to assess the impact of change management on the implementation of NHBRC’s 
organisational strategy. A quantitative research method was used for the study. Further, a 
survey instrument was used to collect data from the following three levels of employees: 
executives, senior management and general employees within NHBRC. The data was 
collected from 70 participants, using non-probability (quota) sampling. 
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Introduction 
National Home Builders Registration Council (NHBRC) is faced with the challenge of 
continuously adapting to change, as the environment is constantly changing. Business 
processes, policies, procedures, organisational structure, job roles, processes, systems and 
people are continuously changing as technology advances in order to achieve organisational 
goals. The success of NHBRC is dependent on its ability to align its organisational strategy 
with the demand of the external environment – to remain relevant and adaptive to the latest 
trends in the industry. Developing an organisational strategy is a huge task, but executing the 
strategy is even a greater challenge. The main challenge of the organisational strategy 
implementation does not lie in the strategic change initiatives that are implemented by the 
organisation. Rather, the challenge lies in the organisational culture, perceptions, attitudes, 
competencies and capabilities of the people who must execute the strategy by aligning 
themselves with the new roles and responsibilities or the new way of working.  
This study will examine factors of change management and its significance in the successful 
implementation of the NHBRC strategy. Furthermore, it will examine how change 
management seeks to support NHBRC by mobilising and empowering leadership and 
employees through capability building. It will also establish strategies for creating a 



SINGAPOREAN JOuRNAl Of buSINESS EcONOmIcS, ANd mANAGEmENt StudIES 
Vol.5, No. 2, 2016 

 
 

2 
 

continuous learning environment that will ensure the successful implementation of the 
organisational strategy. 
Aim of the study 
The aim of the study is to investigate the impact of change management and its effect on the 
implementation of the NHBRC organisational strategy.  
Objectives of the study 
The study has a main objective as well as supporting objectives. These objectives will be 
discussed next. 
LITERATURE REVIEW  
Understanding organisational strategy 
Organisational strategy is management’s action plan for managing the organisation and 
ensuring that the operations run smoothly without disruption (Hough et al., 2011:5). Hough et 
al. further explains that managers develop a strategy in order to commit to the task that they 
will deliver to ensure that a company is performing well and is competitive enough to achieve 
its goals and objectives. The strategy provides direction and a clear picture of how the 
organisation should utilise its resources to maximise profit. It also helps to ensure that 
managers are proactive to mitigate risks that might have a negative impact on the 
organisation (Hough et al., 2011:5). 
 
Basic components of the strategy 
Strategy implementation  
Understanding strategy implementation 
Strategy implementation is an organisational activity occurs to put the strategy into action in 
order to achieve organisational goals and objectives (Musyoka, 2011:301). 
Strategy implementation conceptual frameworks and models 
According to Phadtare (2011:158), strategy formulation and strategy implementation must 
not be detached, so that the organisation can achieve its strategic goals and objectives. The 
relevant implementation approach must be selected and strategic change, organisational 
structure and organisational culture should be analysed for the successful implementation of 
the organisational strategy. Phadtare further recommends that to have a successful 
implementation of the strategy, managers need to understand the impact of changing the 
strategy in the organisation. 
Kotter et al. (2010:3-16) argue that in most organisations, leadership pursue organisational 
strategy implementation and do not realise the importance of the people element as a success 
factor for the strategy implementation. Consequently, this leads to failure of the change 
initiatives, as the strategy is being implemented by people who need to be made aware of the 
change, buy in to the change and understand their role in the strategy implementation. Kotter 
et al. recommend that organisations develop capacity in change management and leadership 
effectiveness to support the organisation in achieving its strategic goals and objectives. 
According to Van Buul (2010:13), good strategy formulation does not add value to the 
organisation if it is not successfully implemented. He further suggested that an organisational 
structure must be put in place to be able to define hierarchical reporting lines and their 
relationships based on the level of authority within the organisation to ensure that the 
organisation achieves its strategic goals and objectives. The strategy implementers need to be 
selected and be allocated tasks according to their capabilities and competencies. The roles 
and responsibilities of these strategy implementers must be clearly defined and explained to 
them by management and then they communicate it to general employees to ensure that 
stakeholders are aware of what is expected of them for the success of strategy 
implementation.  
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An explanation of the terms highlighted in Figure 2.1 is given below. 
 Strategy: The plan of action with organisational goals and objectives developed by 

management to advance the organisation. 
 Structure: The hierarchy of lines of reporting based on the level of authority within an 

organisation. 
 Systems: A set of mechanism, processes and procedures developed to perform certain 

organisational activities.  
 Style: The method that leadership is using to lead and motivate employees to be able to 

perform their allocated tasks.  
 Shared values: Norms, standards, values and beliefs of the organisation provide direction 

to employees and contribute to valued behaviour. 
 Staff: This comprises the workforce, which is the trained and motivated 

resources/employees within the organisation. 
 Skills: The abilities and aptitudes of the existing employees within the organisation which 

can be utilised to achieve organisational goals and objectives. 
 

David (2011:245) notes that strategy implementation affects all levels of employees, from 
executives, management to general employees. Therefore, business models that organisations 
utilise for strategic implementation must be aligned to the objectives to ensure that the 
organisation achieves its strategic goals. Furthermore, organisations develop good strategies, 
but challenges are experienced when implementation takes place. Kandi et al. (2013:6) 
contend that strategy implementation triggers change, but the organisation focuses more on 
the formulation of strategies. On that account, the organisation fails to understand that not 
only strategy formulation triggers change, but the actual implementation which involves 
people also triggers change. As such, these phases must be taken into consideration, as this is 
also a success factor to the strategy implementation in the organisation. The crafting of a 
good strategy does not ensure the successful implementation of the strategy. 
Brinkschröder (2014:3) notes that organisations allocate more resources to formulation of the 
organisational strategy but allocate insufficient resources on the implementation phase; this 
leads to failure in achieving organisational goals and objectives. He further indicates that 
employees are the very crucial factor of strategy implementation. Because of that, 
organisations must increase employee engagement by allocating employees’ roles and 
responsibilities according to their capabilities and competencies during the implementation 
phase. Furthermore, it is indispensable for change management to be implemented, as it 
addresses the human behavioural factor during change implementation.  
Charumbira (2014:8) made an observation that organisations fail to take internal strategies 
into consideration, which leads to a high rate of failure in organisational strategy 
implementation. Charumbira further recommended that reward and incentives policy, 
corporate culture, as well as the support system must be put in place to ensure the successful 
implementation of the organisational strategy. Dubihlela and Sandada (2014:46) posit that 
reward and incentives are a success factor for organisational strategy implementation. They 
further recommend that organisations reward their employees in order for employees to be 
motivated to effectively implement the organisational strategy.  
Michaelis et al. (2009:404) indicate that trust between management and an employee is a 
success factor for strategy implementation. When employees trust management, they 
understand that the organisation is changing to improve operations and that the change will 
benefit both the organisation and the employees. As their managers’ drive and support 
strategic change initiatives, employees will also buy in to change and support the change 
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initiatives. Additionally, employees who feel that they are important and treated fairly and 
with respect are more engaged and committed to making a success of a strategic 
implementation. Sorooshian et al. (2010:1255) maintain that the history of failure in change 
implementations is a fruitless and wasteful expenditure; it causes low staff morale and lack of 
trust between management and employees. 
According to Samuel (2013:2), change management is a mechanism that can be used by 
organisations to be able to respond positively to an ever-changing environment. The 
leadership must commit to supporting change management initiatives in order to ensure that 
the organisational strategy is implemented successfully. However, most leaders fail to realise 
that without change management, the goals and objectives of the organisation will not be 
achieved. Samuel further asserts that for employees to buy in to the change initiatives, they 
must be engaged and feel that they are part of the strategic initiative through effective 
communication.  
According to Hough et al. (2011:295), organisational strategy implementation triggers change 
in an organisation; the main factor is how the organisation reacts to change. The authors 
believe that it is crucial for the leadership to be able to lead and manage change. Hough et al. 
further assert that managing change must be a manager’s responsibility, to ensure that 
employees are comfortable with change. Leadership must be able to articulate the change at a 
high level. They must be able to state the benefits of change to the employees and identify 
behavioural traits. Moreover, it is imperative that they clearly explain to the employees their 
role in strategy implementation and what is expected of them to ensure the organisation’s 
goals and objective are met. Hough et al. (2011:251) note that strategy execution depends on 
how capable and committed employees are and how productive the organisation is.  
Actions of building an organisation that is capable of good strategy execution is outlined 
below (Hough et al., 2011:251).  
 staffing the organisation: Ensure that the core management team is powerful and that 

they understand the organisation, culture, beliefs, values and the know-how. The core 
team must be committed and deadline-driven. The managers must be able to lead and 
embrace change. 

 Building core competencies and competitive capabilities: Hire employees who have 
relevant skills and experience, and train the employees to improve their knowledge and 
skills. Create a learning environment within the organisation by giving employees more 
demanding tasks than their current tasks, or rotate them to nurture their talents. Mentor 
the willing and well-performing team. 

 matching organisation structure to strategy: Ensure the strategy execution process is 
in place for optimum results. Develop an authority structure to ensure effective decision-
making. 

 Creating movement and energy: Put the relevant people in the position of change, 
prepare them, and use the resources within the organisation to reinforce change for the 
success of the strategy implementation. 

Change management factors that have an impact on the implementation of NHBRC’s 
strategy 
Leadership 
Leadership must be able to facilitate, cascade change downwards, and support employees 
through change. Some people react to change negatively; the uncertainties of what change 
will bring to them become a threat. Organisations need effective leaders to facilitate change. 
Effective leaders are inspiring, reliable, and role models who lead by example. They identify 
and understand the weaknesses and strengths of employees and use them positively to 
achieve organisational goals and objectives (Hough et al., 2011:295). Hough et al. (2011:295) 
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further suggest processes and phases that a leader must facilitate in order to successfully 
implement strategy, which are as follows: 
Phase 1: Denial and disbelief – During this phase, leadership has to raise awareness to the 
employee about the change that will be implemented due to strategy implementation to solicit 
buy-in. Leadership needs to emphasise the importance of strategy implementation and the 
benefits of change, as people are in denial – they do not believe that change is being 
implemented. They do not see and understand the need for change. They avoid talking about 
change, refuse to take information, and they ask themselves what is in it for them.  
Phase 2: Fear and anxiety – In this phase, people start to see the reality that change is been 
implemented. They start having an interest in how change will affect them; they have 
uncertainties, fears to change. Leadership has to assure the employees that change will not 
impact them negatively; it will instead improve the performance of the organisation and 
service delivery. 
Phase 3: Adjustment and Reluctant Acceptance – As people are informed about change, 
they start having the desire to change and participate in change. They seek more information 
about their role in strategy implementation to ensure its success. The leadership must impart 
training to the employees to ensure that they have the required skills to be able to implement 
change. 
Phase 4: Commitment and Integration – This is a phase where people understand the need 
to change; there is buy-in and willingness. They know what is expected of them, and they are 
committed to ensure the success of strategy implementation.  
Communication is the key to strategy implementation. Leadership must make use of any 
possible forum to ensure that employees are informed, and assure them that they are part of a 
change process – create a vibe.  
Abbas and Asghar (2010:22) indicate that it is the role of a leader to manage change; 
furthermore, leadership must have skills to manage change and a better understanding of 
change management. Leadership must be able to create a culture that will make it easier for 
change to be implemented without disruption. Abbas and Asghar further recommended that 
management must be able to articulate commitment, demonstrate involvement, independently 
and proactively communicate about the change, as well as manage the risk and employees’ 
resistance to change. 
Boyd et al. (2009:10) postulate that leadership must be visible and effectively engaged during 
change implementation. Executives must be change champions and lead by example; they 
must support employees through change and build trust between management and employees. 
Leadership must make use of any possible forum to ensure that employees are informed and 
that they are part of a change process, and leaders must create a vibe to solicit buy-in. 
Organisational culture 
According to Musyoka (2011:301-308), the organisational strategy formulation must be 
linked to strategy implementation; failure to link the two will have a negative impact on 
strategy implementation. He further noted that organisational culture must also be aligned to 
the strategy implementation. If organisational strategy and culture are not aligned, this might 
lead to a high rate of resistance and low employee morale that can sabotage the change 
implementation. Musyoka recommended that organisations must create a learning 
environment and communicate about change effectively to the employees in order to support 
the strategy change initiatives. 
Ahmadi et al. (2012:295) maintain that there must be a relationship between organisational 
culture and strategy implementation. The authors further recommended that organisations 
create a culture that encourages effective communication within the organisation. They also 
suggested that managers support and motivate their subordinates in order to encourage 
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employees’ commitment, engagement and team spirit, and also to make them aware that a 
team is working together to achieve organisational goals and objectives. Such culture 
attributes will create a healthy working environment, employees’ satisfaction and 
productivity within the organisation, which, in turn, will lead to successful change 
implementation. 
Communication 
Mbaka and Mugambi (2014:63) assert that the success of the strategy implementation is 
dependent on effective communication. Employees need to be made aware of their role and 
responsibilities in the implementation of the organisational strategy; they must be trained on 
new ways of working, and their deliverable must be made clear, as to what is expected of 
them to make the best of the strategy. Furthermore, leadership must communicate the vision, 
goals and objectives to the employees. Leadership must be approachable and support 
employees through change. Mbaka and Mugambi further recommended that the organisation 
must focus on employee engagement to ensure the success of strategy implementation. 
According to Van Buul (2010:13), lack of communication leads to unsuccessful strategy 
implementation; information must be cascaded to all levels of staff from executive to low-
level employees. Leadership must engage with staff, as effective communication creates a 
clear understanding of management expectations and will provide employees with clarity of 
the task to be performed and their timelines. Framework plans with deliverables and timelines 
must be communicated and be monitored. Van Buul further noted that communication creates 
a healthy working environment, builds confidence and trust, and will also motivate 
employees to work effectively and efficiently. It will also enable management to get feedback 
and monitor the implementation progress. 
Boyd et al. (2009:10) indicate that organisations need to communicate with the impacted 
stakeholders frequently and be transparent regarding the need for change. The leadership 
must outline the strategic goals and objectives, the benefits of change, as well as the risk of 
not implementing strategic initiatives. The authors further recommended that organisations 
must focus on employee engagement and participation to ensure the success of strategy 
implementation. 
Training  
According to Mbaka and Mugambi (2014:67), training plays a significant role in the success 
of strategy implementation. The authors further recommended that organisations should 
ensure that employees are imparted knowledge during the implementation. They should 
schedule employees for training on how to deal with change, the purpose of change, change 
implementation process, strategy implementation critical success factors, as well as how to 
perform their allocated tasks. Nastase et al. (2012:13) argue that effective training creates 
employee readiness to change. It gives them confidence that they can be able to be productive 
in their new roles and responsibilities. 
Organisational change 
Defining organisational change  
Organisational change is the effort of a transition that an organisation is taking to advance its 
operations in order to achieve strategic goals and objectives. The organisation is constantly 
changing to be aligned with the ever-changing environment and to also to stay competitive 
(Lunenburg, 2010:1). 
Forces of change 
According to Robbins et al. (2009:480-481), organisations are forced to change, due to the 
ever-changing environment they find themselves in, in order to stay competitive. They face a 
situation whereby they have to re-engineer their processes or even reshape the business 
altogether because of the forces of change. David (2011:95) submits that organisational 
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performance is determined by industry forces which are based on internal and external forces 
to remain competitive. 
The following are the external forces of change: 
 Economic forces 
David (2011:95) mentions that economic forces comprise factors such as inflation, 
unemployment, price volatility and materials availability, and these have an impact on the 
health of the organisation and its customers. Economic factors are imperative for 
organisations, as the purchasing power in an economy depends on the current income, prices, 
savings, and debt and credit availability. These economic factors will possibly have an impact 
on the consumer’s demand for goods and services, costs, prices and profit that an 
organisation will accumulate in the process. Some of the economic factors that may have a 
negative or a positive impact on the organisation include fiscal instruments and charge 
systems (e.g. taxes, fines, charges, licence fees, subsidies, grants, tax credits). Financial 
instruments (e.g. soft loans, revolving funds) such as liability instruments use the threat of 
legal action to recover the cost of damages to provide firms with an incentive to internalise 
the costs associated with the risk such as environmental damage, health or property damage 
to consumers. 
 Social, cultural and demographic forces 
David (2011:95) indicates that the social, cultural and demographic environment is impacted 
by the individual’s culture, way of living and principles made by his or her culture. The world 
view defines their relationship to themselves, others, organisations, society, nature and the 
universe. It also has an impact on the business. Kotler and Keller (2012:105) highlight that 
the view of society is crucial, as the consumer’s consumption patterns often reflect these 
social attitudes. Cant and Jooste (2006:53) posit that changes in the population will affect the 
supply and demand of goods and services within the organisation. For example, a decrease in 
the birth rate within the country will lead to decreased demand and greater competition as the 
number of consumers decrease.  
 Technological forces 

According to Kotler and Keller (2012:103), technological forces affect an environment where 
the essence of marketing the organisation has to be energetic and creative, because as price 
progresses, technology changes. They further recommend that industries must not ignore or 
fight new technologies, as it will have an impact on the business; the more the resistance to 
change from an organisation, the more the business will decline. David (2011:101) opines 
that technology makes things easy for the organisation, as it introduces more effective and 
user-friendly systems to advance its operations. Technology is important for manufacturing, 
promotions, marketing, and advertising on social networks such as Facebook and Twitter. 
Technology increases efficiency in products distribution and selling of products; for example, 
using e-commerce – this is the process of buying and selling, exchanging products, services 
and information via computer networks. This can be used to keep electronic supplies records 
and the transmission of information.  
 Political-legal factors 
Kotler and Keller (2012:106) observe that the political and legal environment consists of 
laws, government agencies and pressure groups that influence various organisations and 
individuals. David (2011:100) argues that this factor protects small companies from unfair 
competition, and this factor does not only protect the companies but also protects customers 
from unfair business practices. Organisations’ decisions are affected by government and 
politics within the country. Government affects organisations, as it is a regulating institution. 
It brings change within the organisation by promulgating regulations that organisations must 
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adhere to. For organisations to be compliant, they must, in turn, implement appropriate 
policies and procedures.  
Below are the factors that have an impact on the political and legal forces of change: 
 Trade agreements, tariffs, and restrictions 
 Market regulations 
 Legislation such as the minimum wage or anti-discriminatory laws 
 Voluntary codes and practices 
 Tax levies and tax breaks 
International factors 
Cant and Jooste (2006:58) posit that the international environment is a factor which focuses 
on the local and foreign political trends and events that influence change in organisations and 
their market environment. The globalisation of the world economy has led to a new economic 
order being set, and it possesses both opportunities and threats. This involves finding out 
what aspects of satisfaction matter most to consumers and then the organisation positioning 
itself to meet this satisfaction. The authors also noted that developing countries depend on 
technology imported from developed countries for their self-development. Cant and Jooste 
also mentioned that organisations that operate internationally find themselves in a far more 
complex business environment, because every country has its own unique environmental 
factors, with its own technology, culture, laws, politics, markets and competitiveness, quite 
different from those of other countries.  
Internal forces of change 
According to Lunenburg (2010:3), internal forces are strategic decisions such as change in 
administrative processes, which include change in policies, organisational structure, 
leadership and operational processes. He further noted that people problems such as poor 
performance will lead to workforce change such as restructuring. 
Change management  
Understanding change management 
Change management is the approach that an organisation uses to move employees from the 
current state to the future state in order to achieve its strategic goals and objectives. 
Organisations support employees through change to ensure that the change is implemented 
smoothly and without disruption. Change management helps to get solid buy-ins from 
employees and also to maintain awareness and involvement of employees to ensure the 
success of strategy implementation.   
 
Prosci (ADKAR) further has an approach which focuses on three phases of the following 
organisational change process (BP Trends, 2010:3): 
 Change preparation: This is the initial process where scoping and planning are done; 

this is an ongoing process. This is the preparation process where the nature of the change 
is assessed as well as the readiness of the users in accepting it. Activities include Change 
Agent Network, Change Readiness Assessment, Impact Assessment and Risk 
Assessment. 

 Managing change: This is an ongoing process of engagement and feedback. It involves 
interaction with and communicating with key stakeholders on a continual basis. 

 Change sustainability: This ultimately assists in achieving the best results to sustain the 
change within the working environment. 

 
Lunenburg (2010:6) asserts that Lewin’s force-field theory of change is the relevant 
methodology to move employees from the awareness phase to an advocate level of change. 
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He further recommends that with these change management methodology, organisations are 
to use this as a strategy to eliminate resistance to change in order to ensure that the transition 
is made with minimum uncertainty, disruption to service delivery and maximum excitement 
and enthusiasm for the employees for the success of the strategy implementation. 
Resistance to change  
Defining resistance to change 
According to Boikhutso (2013:27), resistance to change refers to how employees react to 
change. When employees are comfortable with their old ways of working, they resist aligning 
to a new way of working. It has a negative impact on the implementation of the 
organisational strategy and can cause failure, as this process causes negative reactions to the 
directions and process of change.  
Alameri (2013:44-45) mentions that resistance to change is normal and happens to most of 
the employees, even the executives. When change is introduced, it goes through the change 
cycle among all the employees: from low-level employees to senior management. Change 
can happen in many ways, for example, through a job evaluation. In this situation, 
employees’ roles change, restructuring occurs, and technology changes. The fact that people 
are used to a particular way of doing things, or working, is reason enough to raise the level of 
resistance to change. The advantage of change is that it creates new opportunities and 
advances the organisational strategy, but it is often met with criticism from resistant 
individuals within the group, who might be influential. Robbins et al. (2009: 485-489) 
outlines the causes of resistance to change below. 
Causes of resistance to change 
Some of the causes of resistance to change include: 
 Lack of trust: Employees must trust that their management that is not working against 

them but working together with them to achieve the organisational goals and objectives.  
 Poor communication: Communication plays a pivotal role in ensuring the change buy-

in. The need for change must be communicated within an organisation, starting with key 
decision-makers. If changes are not communicated and the benefits are not explained 
clearly by the decision-makers before they are implemented, employees will receive 
incorrect information via the grapevine or have the wrong information about the change; 
this will lead to resistance to change.  

 Fear of the unknown: Change brings uncertainties. It is normal for people to have fear 
of the unknown in a process of change, as they might think that change will impact them 
negatively.  

 Job security: People often have fear of losing their job due to system restructuring and 
also process and policy changes. 

 Self-interest: Each person looks after their interest. Individuals are concerned with the 
implications of the change, and these are mostly based on their own perception. This self-
interest interferes with the ability to adapt to change. Some want to maintain the status 
quo in order for them to better advance their own personal agendas. In the end, employees 
acting in their own self-interest, instead of the organisation’s greater good, will resist 
change. 

 Lack of employee engagement: Because of feelings of being excluded from the 
employees’ side, organisations often solicit advance input to ensure that everyone has an 
opportunity to voice their ideas and opinions. However, if employees hear of a sudden 
change, and they had no input, they will feel excluded from the decision-making process 
and offended, causing them to resist the change. 
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 Lack of skills or competence: Employees need to be engaged on how to deal with 
change. Change in technology might require employees to be trained on the new system 
for them to be able to perform their allocated tasks.  
 

Robbins et al. (2009:485-489) recommend that different strategies can be implemented in 
managing resistance to change within the organisation. Organisations should anticipate 
resistance or the risk to strategy implementation in order to ensure that there are change 
interventions in place to support employees through change, so as to ensure successful 
implementation of the organisational strategy.  
Resistance management strategies 
Since resistance can be managed, the following are strategies that can be employed to 
manage resistance: 
 Education and communication: Resistance can be reduced through communication with 

employees to help them see the logic of change. It is essential to communicate and 
educate people about the change effort before it is implemented. This will give comfort to 
the employees, as they will understand the logic in the change effort, and it will reduce 
the unfounded and incorrect rumours concerning the effects of change within the 
organisation. The organisation must have an awareness workshop that addresses the need 
for change, the benefits and the impact that the change will have on employees.  

 Participation and involvement: Employees participating who are involved in the change 
effort are more likely to buy in to change rather than resist it. It is difficult for individuals 
to resist change relating to a decision in which they participated. Prior to making a 
decision, those opposed can be brought into the decision process. The participants must 
have the expertise to make a meaningful contribution; their involvement can reduce 
resistance, obtain commitment and increase the quality of the change decision and even 
manage the change. Commitment of the participant is very crucial, as all the relevant 
information they have will be integrated into the change plan. 

 Facilitation and support: Managers’ support to employees may also reduce resistance 
and also help employees deal with fear and anxiety during the implementation of change. 
Change network is also a good support system, as it is a group of people from the 
organisation who lead the change by managing and implementing the change; they also 
assist to integrate the project with the business in order to strengthen ownership. It is both 
a formal and informal network to leverage communication channels and roll out change 
management interventions.  

 Negotiation and agreement: Managers and change agents can assist in reducing the 
resistance by incentivising employees. This would be an exchange of something of value 
for reducing resistance. Most of the time, the resistance is centred on a few individuals; 
hence, a specific reward package can be negotiated that will meet their individual needs.  

 Manipulation and co-optation: Manipulation means twisting and distorting facts to 
make them appear more attractive, eliminating bad information and creating false 
rumours to get the employees to accept change.. Co-optation, on the other hand, is a form 
of both manipulation and participation. It seeks to buy off the leaders of a resistance 
group by giving them a key role in the change of a decision. This means making them feel 
that they are in control of the change, whereas they are not.  

 Coercion: Coercion includes such things as negative performance evaluations, threat of 
transfer, and loss of promotions. Change motivators possess significant power. Coercion 
has a positive impact, as it can overcome any kind of resistance.  
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Research Methodology 
et al., 2012:134). The positivism approach also focuses on the quantitative method to confirm 
the assumption of the impact of change management on the implementation of the NHBRC 
organisational strategy. 
Research strategy  
According to Wedawatta (2011:3), research strategy is a plan that will direct the researcher 
on how the research will be conducted in order to answer the research question. This includes 
the processes that the researcher followed during the research. Research strategy is selected, 
as it will guide the researcher regarding the required resources which include time, financial 
resources, as well as human resources available to carry out the research. The strategy will be 
based on the type of research, the objectives, the research questions, as well as the historical 
events.  
The study used a quantitative method to reflect the statistics on the impact of change 
management on implementing the organisational strategy. Therefore, closed-ended questions 
were used on the questionnaire to determine the rate of change management effectiveness in 
NHBRC.  
The cons of quantitative research are discussed below (Health research funding, 2014). 
Benefits of quantitative research are as follows: 
 Objectivity: It is statistically easy to interpret, and the results are comparable. 
 Statistical method: The analysis is based on statistics; therefore, the researcher is given 

the opportunity to understand the extensive amount of significant data characteristics.  
 Fast data collection: The data is easy to collect, and the generalisation of surveys can be 

done immediately. 
 Involves the planning method for messages and programmes: When developing 

future plans, a trusted group of statistics can give clarity and  
Limitations of the research 
It must be noted that questionnaires were administered only to employees with one or more 
years working at NHBRC. Employees working off-site and some of the regions were 
excluded from the sample. As a consequence, the study could be questionable in terms of 
whether enough information was gathered to finalise the findings. The resources and time 
constraints were also taken into account, as these limited the research. 
Data Analysis, Interpretation and Findings 
Response rate 
Seventy per cent (70%) (sample population) of the respondents participated in the survey. 
The questionnaires were hand-delivered and also emailed to the participants. 



SINGAPOREAN JOuRNAl Of buSINESS EcONOmIcS, ANd mANAGEmENt StudIES 
Vol.5, No. 2, 2016 

 
 

12 
 

Demographics 
Department of employment 
Figure 1.1: Participants’ Department of Employment 

 
Note. N = 69. 
 
Examining Figure 4.1, the participants constituted a vast array of employees from various 
departments and areas of expertise. This suggests that a wide range of perspectives and 
representation of the various departments within the organisation is likely to be demonstrated 
in this study. The largest groups of participants appear to be represented by Customer Care, 
Marketing and Communication, and Information Technology, which, collectively, comprised 
almost 60% of the sample. 
Geographical location 
Figure 4.2: Participants’ Geographic Location 

 
Note. N = 4. 
 
Although the sample consisted of employees from several regional areas in South Africa, the 
majority were from the Gauteng region, as indicated in Figure 4.2. This should reflect the 
correct population characteristics, as the Gauteng area is where the head office is located and, 
as such, contains a larger number of employees as compared to the other locations. 
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Position of employment 
Figure 4.3: Participants’ Position of Employment 

 
Note. N = 70. 
 
Overwhelmingly, Figure 4.3 illustrates that the majority of the participants comprised 
General Employees, with markedly fewer Senior Management and even fewer Executive 
personnel included in the sample. This, however, is representative of the population 
characteristics within the company, as the largest proportion of the participants within the 
organisation are General Employees. Because of these inherent differences, descriptive 
statistics were computed according to these designated categories, which enabled ascertaining 
whether there were any differences in participants’ perceptions based on employment 
designations. 
 
Years of employment 
Figure 4.4: Participants’ Years of Employment 

 
Note. N = 70. 
 
Figure 4.4 suggests that the sample that participated in the current study represented a wide 
range of length of employment categories, with relatively similar percentages of participants 



SINGAPOREAN JOuRNAl Of buSINESS EcONOmIcS, ANd mANAGEmENt StudIES 
Vol.5, No. 2, 2016 

 
 

14 
 

across each of the length of employment groupings. The diversity in the length of 
employment may suggest that the company is able to attract new employees as well as retain 
employees, and in relation to the results in this study, the length of employment distribution 
may provide a comprehensive assessment of the critical areas examined in this study. 
Awareness and understanding 
The initial six questions included in the assessment portion of the questionnaire examined 
participants’ awareness and understanding of the strategy and change initiatives within the 
organisation. The participants’ responses to each particular item, according to category of 
employment, are detailed in Tables 4.1 to 4.6.  
 
Table 1.1: Strategic Objectives and Goals  
 N Strongly 

Disagree Disagree Uncertain Agree Strongly 
Agree 

Question 1: I understand the strategic objectives and goals 
Executives 1 - - - - 100% 
Senior 
Management 

9 - - - 44.4% 55.6% 

General 
Employees 

56 3.6% 8.9% 21.4% 57.1% 8.9% 

 
Table 4.1 reveals that 100% of the executives, 55.6% of senior management and 8.9% of the 
general employees strongly agreed. Further, 44.4% of senior management and 57.1% of the 
general employees agreed. However, 3.6% of the general employees strongly disagreed, and 
8.9% of the general employees disagreed. Although 21.4% of the general employees are not 
certain to have an understanding of the organisation’s strategic goals and objectives, each of 
the participants, regardless of employment category, exhibited some form of response (either 
agree or strongly agree). In particular, the results indicated that across various employment 
designations, not all the employees understood the organisation’s strategic goals and 
objectives. This reveals that leadership fails to apply the top-to-bottom approach regarding 
the strategic goals and objectives; the information ends with leadership and does not cascade 
downwards. Senior management does not share or create awareness about the organisation’s 
vision, goals and objectives to the employees; as a result, this has an adverse impact on the 
strategy implementation (Mbaka and Mugambi, 2014:63). 
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Table 4.2: Role in Strategy Implementation 
 N Strongly 

Disagree Disagree Uncertain Agree Strongly 
Agree 

Question 2: I am aware and understand my role in strategy or change implementation 
Executives 1 - - - - 100% 
Senior 
Management 

9 - - - 44.4% 55.6% 

General 
Employees 

57 - 14% 29.8% 47.4% 8.8% 

 
Table 4.2 highlights that a collective 100% of the executives, 55.6% of senior management 
and 8.8% of the general employees strongly agreed. Moreover, 44.4% of senior management 
and 47.4% of the general employees agreed. On the other hand, 14% of the general 
employees disagreed, and 29.8% of the general employees are uncertain that they are aware 
and understand their particular role in relation to strategic or change initiative 
implementation. Although most of the executives and management are aware and understand 
their role in strategy implementation, it is critical that each stakeholder, especially the general 
employees, understand their roles and responsibilities. Employees need to know what is 
expected of them during the implementation of the strategy. With that said, their roles and 
responsibilities must be clearly defined and explained to them to be able complete their 
allocated tasks and support change. Van Buul (2010:13) indicated that relevant tasks must be 
allocated to each stakeholder based on their skills and knowledge to ensure that stakeholders 
are aware of what is expected of them for the success of strategy implementation.  
Table 4.3: Awareness of Change 
 N Strongly 

Disagree Disagree Uncertain Agree Strongly 
Agree 

Question 3: I am informed about the change 
Executives 1 - - - - 100% 
Senior 
Management 

9 - - 22.2% 55.6% 22.2% 

General 
Employees 

57 7% 12.3% 29.8% 45.6% 5.3% 

 
Table 4.3 reveals that 100% of the executives, 22.2% of senior management and 5.3% of the 
general employees strongly agreed. It was also revealed that 55.6% of senior management 
and 45.6% of the general employees agreed. In contrast, 7% of the general employees 
strongly disagreed, and 12.3% of the general employees disagreed, of which 22.2% of senior 
management and 29.8% of the general employees were uncertain that they are informed 
about change within and across the organisation. Too many general employees are not 
informed about change, and there are some uncertainties about change. There is a lack of 
communication regarding change. This indicates that communication about change is not 
effective and efficient within the organisation. Employees are not properly engaged; for that 
reason, this will lead to a high rate of resistance and failure of strategy implementation. 
Kotter et al. (2010:3-16) is in agreement that leadership is more focused on organisational 
strategy implementation and not realising how crucial the people element is in the success of 
the strategy implementation.  
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Table 4.4: Reason behind Change  
 N Strongly 

Disagree Disagree Uncertain Agree Strongly 
Agree 

Question 4: The reason behind the change has been clearly explained to me 
Executives 1 - - - - 100% 
Senior 
Management 

9 - - 22.2% 33.3% 44.4% 

General 
Employees 

57 12.3% 14% 28.1% 40.4% 5.3% 

 
The collective information in Table 4.4 shows that 100% of the executives, 44.4% of senior 
management and 5.3% of the general employees strongly agreed. Also, 33.3% of senior 
management and 40.4% of the general employees agreed. However, 12.3% of the general 
employees strongly disagreed, and 14% of the general employees disagreed. Furthermore, 
22.2% of senior management and 28.1% of the general employees were uncertain that the 
reasons for changes within the organisation have been clearly explained to them. Mostly, the 
general employees disagreed with or were uncertain of the reason for change, while the 
leadership was in agreement. This reveals lack of transparency about change from 
management to the general employees. Therefore, the leadership needs to frequently 
communicate with all impacted employees about the change to be implemented and how it 
will impact them. Boyd et al. (2009:10) have indicated that leadership must be transparent 
about the strategic goals and objectives, why the organisation has to change, as well as the 
implications of not implementing a change initiative. 
Table 4.5: Benefits of Change Initiatives 
 N Strongly 

Disagree Disagree Uncertain Agree Strongly 
Agree 

Question 5: I understand the benefits of change initiatives 
Executives 1 - - - - 100% 
Senior 
Management 

9 - - 22.2% 55.6% 22.2% 

General 
Employees 

56 7.1% 5.4% 30.4% 50% 7.1% 

 
The results in Table 4.5 indicate that 100% of the executives, 22.2% of senior management 
and 7.1% of the general employees strongly agreed. Additionally, 55.6% of senior 
management and 50% of the general employees agreed. The table shows that 7.1% of the 
general employees strongly disagreed and 5.4 of the general employees disagreed. On the 
other hand, 22.2% of the senior management and 30.4% of the general employees are 
uncertain that they possess a thorough understanding of the change initiatives that have been 
implemented. In this regard, the benefits of change as well as the risk of not implementing 
strategic initiatives were not clearly communicated to the entire employee spectrum, 
particularly on the lower levels. The results in Table 4.5 are related to the results in Table 4.1-
4.4; all the questions posed in those tables show the lack of communication and transparency 
between management and general employees. These are critical factors that need to be 
addressed by the leadership, as they are critical success factors of the strategy 
implementation. Van Buul (2010:13) is in agreement that lack of communication is a critical 
factor that causes failure in strategy implementation. 
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Table 4.6: Communication Effectiveness  
 N Strongly 

Disagree Disagree Uncertain Agree Strongly 
Agree 

Question 6: The communication about change initiatives is sufficient, effective and 
relevant 
Executives 1 - - - 100% - 
Senior 
Management 

9 - 33.3% 55.6% - 11.1% 

General 
Employees 

58 10.3% 19% 36.2% 31% 3.4% 

 
Table 4.6 reveals that 11.1% of senior management and 3.4% of the general employees 
strongly agreed. It also shows that 100% of the executives and 31% of the general employees 
agreed. However, 10.3% of the general employees strongly disagreed, 33% of the senior 
management and 19% of the general employees disagreed. Furthermore, 55.6% of the senior 
management and 36.2% of the general employees are uncertain that communication about 
change initiatives is sufficient, effective and relevant. Interestingly, large proportions of 
members of senior management appeared to have some degree of uncertainty about whether 
the change initiatives have been communicated sufficiently and effectively, but they 
exhibited some understanding of the relevance of the change initiative. Senior management 
members are considered to be the change agents that should communicate change to low-
level employees; nevertheless, Table 4.6 shows that their level of uncertainty is even higher 
than that of the general employees. Hough et al. (2011:295) mentioned that leadership must 
be the champions for change; they must be able to lead change, as it is their responsibility to 
communicate change. Mbaka and Mugambi (2014:63) is in agreement with the fact that 
effective communication is a critical success factor of the strategy implementation, as it 
increases employee engagement and reduces the rate of resistance to change. 
 
Change history 
Change history questions 7 to 12 that were included in the assessment portion of the 
questionnaire examined participants’ perceptions towards change history within the 
organisation. Participants responded to each particular item, in the context of their category 
of employment. 
 
Table 4.7: Change Implementation  
 N Strongly 

Disagree Disagree Uncertain Agree Strongly 
Agree 

Question 7: NHBRC has a history of successful change implementations 
Executives 1 - - 100% - - 
Senior 
Management 

9 33.3% 55.6% 11.1% - - 

General 
Employees 

58 27.6% 24.1% 39.7% 6.9% 1.7% 

 
Table 4.7 indicates that 1.7% of the general employees strongly agreed, while 6.9% of the 
general employees agreed. It further shows that 33.3% of the senior management and 27.6% 
of the general employees strongly disagreed, whereas 55.6% of the senior management and 
24.1% of the general employees disagreed. However, 100% of the executives, 11.1% of the 
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senior management and 39.7% of the general employees are uncertain whether the company 
has displayed success in previous change initiatives. Findings from these participants indicate 
that at least from these employees’ perspectives, the change initiatives and outcomes were not 
entirely successful. The results reveal that there is a high level of disagreement about the 
organisation having a successful history of change implementations, such that even the 
executives are not certain about previous implementations being successful. Sorooshian et al. 
(2010:1255) highlighted that the history of failure in change implementations make 
employees lose faith and trust in their leadership, which will have a negative impact on 
further strategies or change implementation. 
Table 4.8: Change Management Effectiveness  
 N Strongly 

Disagree Disagree Uncertain Agree Strongly 
Agree 

Question 8: Change management was effective during change implementations 
Executives 1 - - 100% - - 
Senior 
Management 

9 22.2% 44.4% 22.2% 11.1% - 

General 
Employees 

59 15.3% 27.1% 47.5% 10.2% - 

 
Table 4.8 determines whether change management was effective during change 
implementations. The findings show that 11.1% of the senior management and 10.2% of the 
general employees agreed. It also reveals that 22.2% of the senior management and 15.3% of 
the general employees strongly disagreed, while 44.4% of the senior management and 27.1% 
of the general employees disagreed. Nonetheless, 100% of the executives, 22.2% of senior 
management and 47.5% of the general employees are uncertain whether change management 
was involved during the previous change implementation. Findings reveal that change 
management was not involved during the previous strategy implementation; hence, there is a 
high rate of unsuccessful change implementation within the organisation. Samuel (2013:2) 
indicated that leadership must involve change management to ensure successful strategy 
implementation. Xiongwei (2009:7) is in agreement that change management creates 
awareness about change, and employees are engaged and are comfortable with change to 
ensure the success of strategy implementation. Samuel (2013:2) noted that most leaders fail 
to realise the significance of change management – that without the involvement of change 
management, they will not be able to achieve strategic goals and objectives.  
 
Table 4.9: Change Support  
 N Strongly 

Disagree Disagree Uncertain Agree Strongly 
Agree 

Question 9: I was supported through change 
Executives 1 - - 100% - - 
Senior 
Management 

9 11.1% 44.4% 22.2% 22.2% - 

General 
Employees 

58 17.2% 20.7% 50% 8.6% 3.4% 

 
Table 4.9 reveals that 3.4% of the general employees strongly agreed, while 22.2% of the 
senior management and 8.6% of the general employees agreed. However, 11.1% of the senior 
management and 17.2% of the general employees strongly disagreed, whereas 44.4% of the 
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senior management and 20.7% of the general employees disagreed. What is more, 100% of 
the executives, 22.2% of senior management and 50% of the general employees are uncertain 
whether they were supported during past changes. From executives and senior management 
perspectives, perhaps they may not have been previously involved or engaged, which may 
explain the level of uncertainty. General employees’ perspectives are negative due to their 
low level of involvement. They are genuinely uncertain about previous change initiatives and 
outcomes. Senior management employees, however, displayed a tendency to disagree, 
suggesting that they may not have been involved or experienced prior change endeavours 
within the company. Change management is crucial in this regard, as it is there to support 
employees through change and to ensure that all relevant stakeholders are engaged and are 
comfortable with change (Samuel, 2013:2). 
Table 4.10: Employees Engagement  
 N Strongly 

Disagree Disagree Uncertain Agree Strongly 
Agree 

Question 10: I have been engaged and felt that I was the important part of change 
implementation 
Executives 1 - - - 100% - 
Senior 
Management 

9 11.1% 22.2% 44.4% 22.2% - 

General 
Employees 

59 16.9% 25.4% 40.7% 15.3% 1.7% 

 
Table 4.10 determines whether employees were engaged during change implementation. The 
findings show that 1.7% of the general employees strongly agreed, while 100% the of 
executives, 22.2% of the senior management and 15.3% of the general employees agreed. 
The table also reveals that 11.1% of the senior management and 16.9% of the general 
employees strongly disagreed, whereas 22.2% of the senior management and 25.4% of the 
general employees disagreed. However, 44.4% of the senior management and 40.7% of the 
general employees participants reported uncertainty; employees were not included and 
considered themselves as participants in the change process. The results show that there is a 
high level of uncertainty from senior management and general employees. In addition, 
impacted employees are not engaged, including senior management. Lack of engagement 
causes a high rate of resistance to change, which leads to failure in strategy implementation. 
Boyd et al. (2009:10) is in agreement with the statement that leadership must ensure that 
employees are informed and feel that they are part of a change implementation, as this will 
assist in obtaining the employees’ buy-in to change. 
Table 4.11: Efficiency and Productivity  
 N Strongly 

Disagree Disagree Uncertain Agree Strongly 
Agree 

Question 11: Change implemented improved the efficiency and productivity of the 
employees within the organisation 
Executives 1 - - - - 100% 
Senior 
Management 

9 11.1% - 66.7% 22.2% - 

General 
Employees 

58 8.6% 24.1% 53.4% 12.1% 1.7% 
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Findings in Table 4.11 indicate that 100% of the executives and 1.7 of the general employees 
strongly agreed, whereas 22% of the senior management and 12.1% of the general employees 
agreed. Contrastingly, 11.1% of the senior management and 8.6% of the general employees 
strongly disagreed, while 24.1% of the general employees disagreed. Furthermore, 66.7% of 
the senior management and 53.4% of the general employees are uncertain whether the 
implementation of change has improved the productivity and efficiency of the employees 
within the organisation. There is a high rate of uncertainty which is linked to the failure in 
previous change implementation; hence, the employees do not realise how the change 
implemented improve how their jobs are performed. Hough et al. (2011:295) mentioned that 
when people are not aware of how the strategy implementation will improve their tasks, they 
will be in denial and not buy in to change. Leadership needs to clearly explain the 
significance of strategy implementation to the employees and how the change 
implementation will benefit them.  
Table 4.12: Previous Change Implementation Issues 
 N Strongly 

Disagree Disagree Uncertain Agree Strongly 
Agree 

Question 12: Issues of the employees that arise during the previous change implementations 
have been addressed and resolved  
Executives 1 - - 100% - - 
Senior 
Management 

9 11.1% 33.3% 55.6% - - 

General 
Employees 

58 17.2% 29.3% 44.8% 8.6% - 

 
Results in Table 4.12 highlight that 8.6% of the general employees agreed, while 11.1% of 
the senior management and 17.2% of the general employees strongly disagreed. Additionally, 
33.3% of the senior management and 29.3% of the general employees disagree. The table 
also reveals that 100% of the executives, 55.6% of the senior management and 44.8% of the 
general employees are uncertain in relation to whether prior issues that were experienced 
during previous endeavours of change have been addressed and resolved. Employees had 
issues during previous strategy implementation; for example, leadership failed to take 
employees’ issues into consideration and resolve them as they were being raised. Because of 
previous lack of change management during the strategy implementation, people’s issues are 
not resolved, and this leads to a high rate of resistance to change, which creates a high rate of 
failure in change implementation.  
Training and development 
Question 13 to 17 that were included in the assessment portion of the questionnaire examined 
participants’ perspectives on the organisation’s training and development towards change and 
other areas of employment functioning. The participants’ responses to each particular item, 
according to category of employment, are detailed in Tables 4.13 to 4.17.  
Table 4.13: Change Training  

 N Strongly 
Disagree Disagree Uncertain Agree Strongly 

Agree 
Question 13: I have been trained on how to deal with change 
Executives 1 - - - 100% - 
Senior Management 9 11.1% 22.2% 22.2% 33.3% 11.1% 
General Employees 59 16.9% 16.9% 22% 39% 5.1% 
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Findings in Table 4.13 demonstrate that 11.1% of the senior management and 5.1% of the 
general employees strongly agree. Further, 100% of the executives, 33.3% of the senior 
management and 39% of the general employees agreed. However, 11.1% of the senior 
management and 16.9% of the general employees strongly disagreed. In addition, 22.2% of 
the senior management and 16.9% of the general employees disagreed. It also shown in Table 
4.13 that 22.2% of the senior management and another 22% of the general employees are 
uncertain that they had received training on how to effectively deal with change. The high 
rate on each of the participant group displayed a greater tendency to agree that they had 
received training on how to effectively deal with change; however, not all employees are 
trained on how to deal with change, which might have a negative effect on the 
implementation of the organisational strategy depending on their level of influence during the 
implementation of change initiatives. Nastase et al. (2012:13) indicated that effective training 
ensures that employees know how to deal with change and that they are ready for change. 
Table 4.14: Quality and the Level of Training 
 N Strongly 

Disagree Disagree Uncertain Agree Strongly 
Agree 

Question 14: I am happy with the quality and level of the training. 
Executives 1 - - 100% - - 
Senior 
Management 

9 11.1% 22.2% 44.4% 22.2% - 

General 
Employees 

59 15.3% 18.6% 32.2% 28.8% 5.1% 

 
In Table 4.14, it is indicated that 5.1% of the general employees strongly agree, while 22.2% 
of the senior management and 28.8% of the general employees agreed. In contrast, 11.1% of 
the senior management and 15.3% of the general employees strongly disagreed, whereas 
22.2% of the senior management and 18.6% of the general employees disagreed. It is also 
revealed that 100% of the executives, 44.4% of the senior management and 32.2% of the 
general employees are uncertain if they are happy with the quality and level of training. The 
highest proportions across each of the participant groups indicated uncertainty among each 
group about whether or not they are satisfied with the level of training received. The high rate 
of uncertainty for senior management and executives is an area of concern to the leadership. 
Training is a critical success factor for strategy implementation, and the quality of training 
contributes to the success or failure of the strategy implementation. 
Table 4.15: Application of Knowledge  
 N Strongly 

Disagree Disagree Uncertain Agree Strongly 
Agree 

Question 15: I was able to immediately apply what I learnt during training 
Executives 1 - - - 100% - 
Senior 
Management 

9 22.2% 44.4% 11.1% 22.2% - 

General 
Employees 

59 16.9% 16.9% 35.6% 27.1% 3.4% 

 
The collective information presented in Table 4.15 shows that 3.4% of the general employees 
strongly agreed, while 100% of the executives, 22.2% of the senior management and 27.1% 
of the general employees agreed. However, 22.2% of the senior management and 16.9% of 
the general employees strongly disagreed, whereas 44.4% of the senior management and 
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16.9% of the general employees disagreed. Furthermore, 11.1% of the senior management 
and 35.6% of the general employees reported that they were uncertain that they were able to 
apply the aspects of what they had learnt during training. This suggests that the ability to 
apply the concepts and components that were provided may be dependent on one’s position 
of employment. Clearly, this is an area of concern, as training that appears or is reported to 
have little application in employment contexts is not only time-consuming but utilises 
unnecessary financial resources. Mbaka and Mugambi (2014:67) are in agreement with the 
fact that training is a critical success factor for the success of strategy implementation. 
Table 4.16: Training Allocated Time  
 N Strongly 

Disagree Disagree Uncertain Agree Strongly 
Agree 

Question 16: The time allocated for training was sufficient 
Executives 1 - - 100% - - 
Senior 
Management 

9 11.1% 44.4% 22.2% 22.2% - 

General 
Employees 

59 15.3% 23.7% 40.7% 16.9% 3.4% 

 
The results in Table 4.16 reveal that 3.4% of the general employees strongly agreed, whereas 
22.2% of the senior management and 16.9% of the general employees agreed. This also 
shows that 11.1% of the senior management and 15.3% of the general employees strongly 
disagreed, while 44.4% of the senior management and 23.7% of the general employees 
disagreed. However, 100% of the executives, 22.2% of the senior management and 40.7% of 
the general employees are uncertain whether sufficient time was allocated for training 
purposes. The time allocated for training was not sufficient for the knowledge to be 
transferred to the employees and enable them to apply the necessary skills within their 
working environment. This may be one underlying explanation for the indication of inability 
to adequately apply training concepts, as the training may have been minimised and been 
insufficient for appropriate application. 
 
Table 4.17: Training Courses  
 N Strongly 

Disagree Disagree Uncertain Agree Strongly 
Agree 

Question 17: I am given the opportunity to attend training courses to better my job 
performance  
 
Executives 1 - - - - 100% 
Senior 
Management 

9 - - 11.1% 66.7% 22.2% 

General 
Employees 

59 16.9% 23.7% 15.3% 35.6% 8.5% 

 
Findings in Table 4.17 illustrate that 100% of the executives, 22.2% of the senior 
management and 8.5% of the general employees strongly agreed, while 66.7% of the senior 
management and 35.6% of the general employees agreed. Furthermore, 16.9% of the general 
employees strongly disagreed, and 23.7% of the general employees disagreed. However, 
11.1% of the senior management and 15.3% of the general employees are uncertain that they 
are given the opportunity to attend training courses to better their job performance. 
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Importantly, each of the participant groups displayed a pattern of agreement that they had 
been provided opportunities to attend training and improve their employment performance. 
This is critical in any organisation, particularly for skills development among younger and 
less experienced employees as well as ensuring that employees are retained by providing 
them with opportunities to develop and grow within the ambit of an organisation that may 
then benefit from such skills once acquired. Training gives employees confidence that they 
can be able to perform their new roles and responsibilities and be productive within their 
working environment (Mbaka and Mugambi, 2014:67). 
Value proposition 
Questions 18 to 20 were included in the assessment portion of the questionnaire to examine 
participants’ perspectives on whether the organisation’s change efforts will improve the 
organisation, achieve strategic goals, or improve employees’ performance levels. 
Table 4.18: Strategic Change Initiatives  
 N Strongly 

Disagree Disagree Uncertain Agree Strongly 
Agree 

Question 18: I believe that strategic change initiatives will improve the organisation 
Executives 1 - - - - 100% 
Senior 
Management 

9 - - 22.2% 33.3% 44.4% 

General 
Employees 

59 5.1% 1.7% 28.8% 42.4% 22% 

 
Table 4.18 indicates that 100% of the executives, 44.4% of the senior management and 22% 
of the general employees strongly agreed, while 33.3% of the senior management and 42.4% 
of the general employees agreed. Furthermore, 5.1% of the general employees strongly 
disagreed, whereas 1.7% of the general employees disagreed. The table also shows that 
22.2% of the senior management and 28.8% of the general employees are uncertain that 
strategic change initiatives will improve the organisation. Most of the employees believe that 
change implementation will improve the organisation, which is a positive sign that employees 
will not resist change; however, the relevant activities must be put in place during change 
implementation. David (2011:101) is in agreement that change implementation improves the 
organisation. Change in technology introduces user-friendly and effective systems, which 
improves operations and increase productivity within the organisation.  
Table 4.19: Strategy Implementation Decision 
 N Strongly 

Disagree Disagree Uncertain Agree Strongly 
Agree 

Question 19: I am confident that the decision to implement the organisational strategy is 
sound 
Executives 1 - - - - 100% 
Senior 
Management 

9 - 11.1% 22.2% 55.6% 11.1% 

General 
Employees 

59 5.1% 6.8% 40.7% 37.3% 10.2% 

 
Findings in Table 4.19 indicate that 100% of the executives, 11.1% of the senior management 
and 10.2% of the general employees strongly agreed, while 55.6% of the senior management 
and 37.3% of the general employees agreed. However, 5.1% of the general employees 
strongly disagreed, whereas 11.1% of the senior management and 6.8% of the general 
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employees disagreed. The findings also reveal that 22.2% of the senior management and 
40.7% of the general employees are uncertain that they are confident that the decision to 
implement the organisational strategy is sound. Confidence towards a particular change 
initiative is particularly important, as employees may be more inclined to adopt and work 
towards achieving the changes initiated and desired. Although there was a sense that the 
change initiatives will improve the organisation, there were mixed opinions about whether 
the participants were confident that the decision to implement the organisational strategy is 
sound. 
Table 4.20: Task Improvement  
 N Strongly 

Disagree Disagree Uncertain Agree Strongly 
Agree 

Question 20: I believe that strategic change will effectively improve the way I carry out 
my tasks 
Executives 1 - - - - 100% 
Senior 
Management 

9 - - 22.2% 44.4% 33.3% 

General 
Employees 

59 5.1% 5.1% 30.5% 42.4% 16.9% 

 
Table 4.20 illustrates that 100% of the executives, 33.3% of the senior management and 
16.9% of the general employees strongly agreed, while 44.4% of the senior management and 
42.4% of the general employees agreed. Furthermore, 5.1% of the general employees 
strongly disagreed, whereas 5.1% of the general employees disagreed. Moreover, 22.2% of 
the senior management and 30.5% of the general employees are uncertain that strategic 
change will effectively improve the way they carry out their tasks. The one executive 
participant exhibited strong agreement, whereas the senior management participants agreed, 
and the general employees displayed a greater level of uncertainty, though almost 40% of the 
general employee participants agreed. Perhaps the seemingly lower level of uncertainty at 
lower levels of employment may relate to the reduced likelihood that general employees will 
be knowledgeable about an organisation’s core strategy and, as a result, be less inclined to 
demonstrate confidence in a particular change initiative for achieving a particular strategy. In 
a similar response pattern to question 18, the participants within each employment category 
indicated a tendency to agree that the strategic change is likely to improve the manner in 
which employees go about their employment functions. However, there is some level of 
uncertainty. 
Employee wellness 
Question 21 to 26, as components of the assessment portion of the questionnaire, examined 
participants’ perspectives on aspects related to employment happiness, security, benefits and 
rewards, and developmental capacity. The participants’ responses to each particular item, 
according to category of employment, are detailed in Table 4.21 to 4.26. 
Table 4.21: Job Satisfaction  

 N Strongly 
Disagree Disagree Uncertain Agree Strongly 

Agree 
Question 21: I am happy with my job 
Executives 1 - - - - 100% 
Senior Management 9 11.1% - 11.1% 44.4% 33.3% 
General Employees 59 6.8% 11.9% 23.7% 32.2% 25.4% 
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The findings in Table 4.21 indicate that 100% of the executives, 33.3% of the senior 
management and 25.4% of the general employees strongly agreed, while 44.4% of the senior 
management and 32.2% of the general employees agreed. Furthermore, 11.1% of the senior 
management and 6.8% of the general employees strongly disagreed, whereas and 11.9% of 
the general employees disagreed. However, 11.1% of the senior management and 23.7% of 
the general employees are uncertain that they are happy with their employment. Most 
employees are happy with their job, which puts the organisation in a better position to retain 
their employees. Be that as it may, the fact that there is a level of uncertainty is also a 
worrying factor that needs to be addressed by management. 
 
Table 4.22: Job Security  
 N Strongly 

Disagree Disagree Uncertain Agree Strongly 
Agree 

Question 22: I feel secure in my job 
Executives 1 - - - - 100% 
Senior 
Management 

8 12.5% - 12.5% 62.5% 12.5% 

General 
Employees 

59 13.6% 16.9% 16.9% 39% 13.6% 

 
Table 4.22 highlights that 100% of the executives, 12.5% of the senior management and 
13.6% of the general employees strongly agreed, whereas 62.5% of the senior management 
and 39% of the general employees agreed. On the other hand, the table shows that 12.5% of 
the senior management and 13.6% of the general employees strongly disagreed, while 16.9% 
of the general employees disagree. Furthermore, 12.5% of the senior management and 16.9% 
of the general employees are uncertain that they have a sense of security in their employment. 
Employees are more likely to remain productive as well as be retained, as they are likely to 
feel comfortable and enjoy their employment tenure. Employment security is also critical, as 
the perceived provision of greater security elsewhere may result in employees leaving to 
work for other organisations. 
Table 4.23: Management Support  
 N Strongly 

Disagree Disagree Uncertain Agree Strongly 
Agree 

Question 23: I feel valued and supported by my manager 
Executives 1 - - - - 100% 
Senior 
Management 

9 11.1% - 33.3% 22.2% 33.3% 

General 
Employees 

59 16.9% 8.5% 22% 37.3% 15.3% 

 
The results in Table 4.23 indicate that 100% of the executives, 22.2% of the senior 
management and 15.3% of the general employees strongly agreed, while 22.2% of the senior 
management and 37.3% of the general employees agreed. In contrast, 11.1% of the senior 
management and 16.9% of the general employees strongly disagreed, whereas 8.5% of the 
general employees disagreed. The table also reveals that 33.3% of the senior management 
and 22% of the general employees are uncertain that they feel valued and supported by their 
manager. Although the executive participant and general employees tended to agree that they 
feel both valued and supported by their managers, the senior management possessed 
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divergent perspectives, with some indicating strong agreement, whereas others reported 
uncertainty. This may reflect the difficulties associated with the employment environment, as 
selected individuals may develop meaningful relationships with managers, whereas others 
may develop conflicting and counterproductive relations. 
Table 4.24: Employee Perception  
 N Strongly 

Disagree Disagree Uncertain Agree Strongly 
Agree 

Question 24: We are treated fairly and with respect 
Executives 1 - - - - 100% 
Senior 
Management 

9 11.1% - 22.2% 55.6% 11.1% 

General 
Employees 

58 24.1% 12.1% 24.1% 32.8% 6.9% 

 
Table 4.24 reveals that 100% of the executives, 11.1% of the senior management and 6.9% of 
the general employees strongly agreed, while 55.6% of the senior management and 32.8% of 
the general employees agreed. Furthermore, 11.1% of the senior management and 24.1% of 
the general employees strongly disagreed, whereas 12.1% of the general employees 
disagreed. However, 22.2% of the senior management and 24.1% of the general employees 
are uncertain that they are treated fairly and with respect. The largest proportions from each 
of the employment category groups indicated some level of agreement that they are treated 
fairly and with respect within the organisation. This is often an overlooked area, as it is 
important that employees consider themselves as experiencing equitability within an 
organisation, not only in terms of salary but interpersonally, regardless of their employment 
role. In such instances, change initiatives are more likely to succeed, and employees are more 
likely to be retained. Michaelis et al. (2009:404) indicated that employees who are treated 
with respect become engaged and more committed to ensuring the success of a strategic 
implementation. 
Table 4.25: Strategic Initiatives Opportunities 
 N Strongly 

Disagree Disagree Uncertain Agree Strongly 
Agree 

Question 25: I am given the opportunity to grow within the organisation and contribute 
towards strategic initiatives 
Executives 1 - - - - 100% 
Senior 
Management 

9 11.1% - 33.3% 55.6% - 

General 
Employees 

58 22.4% 20.7% 27.6% 25.9% 3.4% 

 
Findings in Table 4.25 show that 100% of the executives and 3.4% of the general employees 
strongly agreed, while 55.6% of the senior management and 25.9% of the general employees 
agreed. It also reveals that 11.1% of the senior management and 22.4% of the general 
employees strongly disagreed, whereas 20.7% of the general employees disagreed. However, 
33.3% of the senior management and 27.6% of the general employees are uncertain that they 
are given the opportunity to grow within the organisation and to contribute towards strategic 
initiatives.  
Although the executive participant and the senior management participants reported a 
tendency to strongly agree and disagree respectively, there were mixed perspectives from the 
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general employees about whether they are provided with the opportunity to grow within the 
organisation and contribute towards the strategic objectives. One reason for this response 
pattern may relate to the length of employment, as less experienced employees may be less 
inclined to become involved in organisational growth opportunities as well as strategic 
planning processes. On the other hand, it may also reflect employment role, as selected 
general employees may be more closely aligned to senior management, thus increasing the 
likelihood that such employees will be provided opportunities and become involved. The 
findings do suggest that selected general employees are provided with opportunities and are 
involved in the strategic initiatives of the organisation, which is important for global 
organisational participation from employees. 
Table 4.26: Rewards and Incentives  
 N Strongly 

Disagree Disagree Uncertain Agree Strongly 
Agree 

Question 26: The organisation has an effective rewarding and incentives policy to pay for 
performance  
Executives 1 - - - 100% - 
Senior 
Management 

9 11.1% 55.6% 22.2% - 11.1% 

General 
Employees 

59 40.7% 30.5% 13.6% 10.2% 5.1% 

 
Table 4.26 reveals that 100% of the executives, 11.1% of the senior management and 15.3% 
of the general employees agreed. In contrast, 66.7% of the senior management and 71.2% of 
the general employees disagreed. Furthermore, 22.2% of the senior management and 13.6% 
of the general employees are uncertain that the organisation has an effective rewarding and 
incentives policy to pay for performance. Apart from the executive participant that agreed, 
the remaining groups of employees tended to disagree or strongly disagree that the 
organisation possesses and utilises effective rewarding and incentive policies to pay for 
strong performance. Perhaps this finding suggests that incentives are dependent on one’s 
level of employment, with higher positions in the organisation more likely to possess more 
effective rewarding and incentive policies.  
Change perceptions 
Questions 27 to 29 were included in the assessment component of the questionnaire to 
determine participants’ opinions about the change initiatives and the effect and relevance of 
change initiatives to the employees. The participants’ responses to each particular item, 
according to category of employment, are detailed in Tables 4.27 to 4.29.  
Table 4.27: Support for Change  
 N Strongly 

Disagree Disagree Uncertain Agree Strongly 
Agree 

Question 27: I support change initiatives  
Executives 1 - - - - 100% 
Senior 
Management 

9 - - 11.1% 66.7% 22.2% 

General 
Employees 

59 1.7% 5.1% 11.9% 59.3% 22% 

 
As shown in Table 4.27, 100% of the executives, 22.2% of the senior management and 22% 
of the general employees strongly agreed, while 66.7% of the senior management and 59.3% 
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of the general employees agreed. On the other hand, 1.7% of the general employees strongly 
disagreed, and 5.1% of the general employees disagreed. Also, it came to light that 11.1% of 
the senior management and 11.9% of the general employees are uncertain that they support 
change initiatives within the organisation. Most of the employees support change initiatives; 
this is important for the organisation. Employees are major proponents of change, and 
without their support, the change would not be achieved as intended. The participants’ 
responses to question 28 contrasted one another. 
Table 4.28: Fear of Job Losses  
 N Strongly 

Disagree Disagree Uncertain Agree Strongly 
Agree 

Question 28: I believe that change will lead to job losses 
Executives 1 100% - - - - 
Senior 
Management 

9 22.2% 44.4% 11.1% 11.1% 11.1% 

General 
Employees 

59 10.2% 32.2% 44.1% 3.4% 10.2% 

The indication in Table 4.28 is that 11.1% of the senior management and 10.2% of the 
general employees strongly agreed, whereas 11.1% of the senior management and 3.4% of 
the general employees agreed. However, 100% of the executives, 22.2% of the senior 
management and 10.2% of the general employees strongly disagreed, while 44.4% of the 
senior management and 32.2% of the general employees disagree. It is also revealed that 
11.1% of the senior management and 44.1% of the general employees are uncertain that 
change will lead to job losses. Although the executive participant and the senior management 
participant responses indicated some degree of disagreement, the general employees 
exhibited some sense of uncertainty, possibly indicating that if retrenchments were not 
included as part of the change, this has not been clearly indicated to general employees.  
Table 4.29: Need for Change  
 N Strongly 

Disagree Disagree Uncertain Agree Strongly 
Agree 

Question 29: I don’t see a need to change 
Executives 1 100% - - - - 
Senior 
Management 

9 33.3% 44.4% 11.1% 11.1% - 

General 
Employees 

57 31.6% 36.8% 28.1% 1.8% 1.8% 

 
Findings in Table 4.29 show that 1.8% of the general employees strongly agreed, while 
11.1% of the senior management and 1.8% of the general employees agreed. It also shows 
that 100% of the executives, 33.3% of the senior management and 31.6% of the general 
employees strongly disagreed, whereas 44.4% of the senior management and 36.8% of the 
general employees disagreed. Furthermore, 11.1% of the senior management and 28.1% of 
the general employees are uncertain that the organisation does not need to change. Examining 
the responses to question 29, most of the participants, irrespective of employment groupings, 
reported disagreeing that a change is not considered necessary. Therefore, these participants 
appear to perceive some form of change as a requirement within the organisation, which 
suggests that the employees may be unlikely to resist change and would rather embrace 
change endeavours. 
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Change management 
Questions 30 to 32 comprised the change management component of the questionnaire, 
which sought to determine participants’ perceptions of change management, the importance 
of the concept, and how it may be utilised most effectively. The participants’ responses to 
each particular item, according to category of employment, are detailed in Tables 4.30 to 
4.32.  
Table 4.30: Role of Change Management  
 N Strongly 

Disagree Disagree Uncertain Agree Strongly 
Agree 

Question 30: I understand the role of change management on the change implementation 
Executives 1 - - - - 100% 
Senior 
Management 

9 - - 22.2% 44.4% 33.3% 

General 
Employees 

59 1.7% 8.5% 27.1% 50.8% 11.9% 

 
Table 4.30 highlights that 100% of the executives, 44.4% of the senior management and 
50.8% of the general employees strongly agreed, whereas 44.4% of the senior management 
and 50.8% of the general employees agreed. In contrast, 1.7% of the general employees 
strongly disagree, and 8.5% of the general employees disagreed. However, 22.2% of the 
senior management and 27.1% of the general employees are uncertain that they understand 
the role of change management on the change implementation. The participants tended to 
display some level of agreement. Thus, it is apparent that the sampled participants have a 
strong understanding of the role of change management on the implementation of change 
initiatives, particularly the leadership; the leadership understand the importance of change 
management for strategic change implementation. There is some level of uncertainty from 
senior management and general employees; on that account, all stakeholders need to 
understand the role of change management and how they will support them through change. 
Table 4.31: Importance of Change Management 
 N Strongly 

Disagree Disagree Uncertain Agree Strongly 
Agree 

Question 31: Change management is important for strategic change implementation 
Executives 1 - - - - 100% 
Senior 
Management 

9 - - 11.1% 44.4% 44.4% 

General 
Employees 

59 1.7% 5.1% 16.9% 59.3% 16.9% 

 
The collective information in Table 4.31 indicates that 100% of the executives, 44.4% of the 
senior management and 16.9% of the general employees strongly agreed, while 44.4% of the 
senior management and 59.3% of the general employees agreed. On the other hand, 1.7% of 
the general employees strongly disagreed, and 5.1% of the general employees disagreed. The 
table also reveals that 11.1% of the senior management and 16.9% of the general employees 
are uncertain that change management is important for strategic change implementation and 
are aware of the necessity to utilise change management effectively during change 
implementation. These are all critical elements for ensuring that change initiatives bring 
about the desired results of achieving or assisting to achieve strategic goals and objectives.  
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Table 4.32: Change Management Effectiveness 
 N Strongly 

Disagree Disagree Uncertain Agree Strongly 
Agree 

Question 32: Change management must be effectively utilised during change 
implementation 
Executives 1 - - - - 100% 
Senior 
Management 

9 - - 11.1% 44.4% 44.4% 

General 
Employees 

59 1.7% 5.1% 10.2% 50.8% 32.2% 

 
Findings in Table 4.32 illustrate that 100% of the executives, 44.4% of the senior 
management and 32.2% of the general employees strongly agreed. Also, 44.4% of the senior 
management and 50.8% of the general employees agreed. It also indicated that 1.7% of the 
general employees strongly disagreed, while 5.1% of the general employees disagreed. 
However, 11.1% of the senior management and 10.2% of the general employees are uncertain 
that change management must be effectively utilised during change implementation. Because 
of the history of unsuccessful change implementation and the lessons learnt, all the 
participant groups acknowledged the importance of change management on various 
organisational functions and outcomes. Employees are more likely to be engaged in 
managing the change in order to achieve the results that are targeted through the change 
initiatives. 
Reliability 
Cronbach’s alpha was computed for the outlined 32 non-demographic items in the 
questionnaire (Section C). The finding indicated excellent internal consistency and reliability 
for the portion of the questionnaire, where α = .937. Hence, the questionnaire possessed 
strong reliability and the appropriate use of each of the items included in the questionnaire.  
Inferential statistics 
Variable composition 
Seven variables, which can be denoted as Awareness and Understanding, Change History, 
Training and Development, Value Proposition, Employee Wellness, Change Perceptions, and 
Change Management were created for use in the succeeding inferential statistics calculations. 
In particular, summating questions 1 to 6 together created the Awareness and Understanding 
variable. Adding questions 7 to 12 together created the Change History variable. The 
Training and Development variable was created by adding questions 13 to 17. Also, the 
Value Proposition variable was calculated by adding questions 17 to 20. In addition, the 
Employee Wellness variable was summated according to questions 21 to 26. Moreover, the 
variable on Change Perceptions was created by adding questions 27 to 29. Furthermore, the 
variable to measure global Change Management was done by adding questions 30 to 32. The 
descriptive statistics for the seven variables are highlighted in Table 4.33. A basic assessment 
of the skewness and kurtosis of the seven variables suggests that the variables are 
approximately normally distributed. As a result, Pearson correlations were performed to 
examine the degree to which the seven variables were related to one another. The Pearson 
correlations are outlined in Table 4.33. 
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Table 4.33: Descriptive Statistics for All Variables  
 

Variable N M SD Skewness Kurtosis 
Awareness and Understanding 64 20.75 4.97 -.719 .325 

Change History 67 14.97 4.52 -.207 -.012 
Training and Development 70 14.51 4.88 -.421 -.080 

Value Proposition 70 10.97 2.73 -.810 .931 
Employee Wellness 67 18.16 6.06 -.355 -.755 
Change Perceptions 68 8.63 1.54 .270 -.037 

Change Management 70 11.76 2.34 -.1.100 2.349 
 
The results in Table 4.33 indicated that, except for the relationship between Awareness and 
Understanding and Change Perceptions, Awareness and Understanding demonstrated 
moderate to strong positive correlations with the remaining variables. From these results, it 
appears as though higher levels of employees’ understanding and awareness of an 
organisation as well as organisational change initiatives are likely to be associated with 
heightened levels of employee wellness. Therefore, keeping employees informed and 
providing them with information about changes that are occurring within an organisation will 
likely assist in ensuring employees are content, happy, satisfied, secure, and feel attached to 
an organisation. In addition, it would appear as though enhancing employees’ understanding 
and awareness of change initiatives within an organisation may assist in improving change 
management perceptions and involvement, subsequently resulting in increases in the 
likelihood that change initiatives are to be achieved as intended. Generating and ensuring 
change and organisational awareness and understanding, however, is not likely to alter 
change perceptions, possibly because employees are generally inclined to resistance or 
demonstrate resentment towards change initiatives. In this study, although change, when 
implemented, appears to be embraced, it may not be an endeavour that employees desire to 
see occuring. 
Interestingly, Change History was strongly and positively correlated with Employee 
Wellness, suggesting that communicating, informing, and providing knowledge to employees 
about prior change efforts may relate to more positive employee wellness outcomes. Another 
important finding is that the provision of Training and Development towards achieving 
organisational change and enhancing job performance relates significantly and positively to 
Value Proposition. This indicates that greater levels of employee training and development 
are associated with the perception that change initiatives can enhance organisational 
functioning and job performance. Lack of training on change initiatives and management is 
one reason for the typical resistance that employees have towards change, as a lack of insight 
and understanding may reduce their perceptions of whether it can provide some type of value 
or not. Another important finding was the significant and positive relationship between Value 
Proposition and Change Management, which, coupled with the preceding result, suggests that 
if training and development is provided, value perceptions of change initiatives and 
management are likely to be improved, which may then increase change management 
perceptions as well as input from employees. This may result from a greater sense of 
understanding and importance that employees may place on change initiatives and 
management. Value Proposition was also positively correlated with Employee Wellness, 
providing further indication that the more one increases the degree to which employees 
perceive change initiatives as meaningful to organisational and employee job performance 
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functioning, the more likely they are to experience enhanced levels of employment happiness, 
organisational commitment, attachment, and security.  
 
Table 4.34: Pearson Correlations between All Variables 

Variable Change 
History 

Training and 
Development 

Value 
Proposition 

Employee 
Wellness 

Change 
Perceptions 

Change 
Manage

ment 

Awareness and 
Understanding .47** .50** .56** .53** -.02 .48** 

Change History - .59** .37** .75** .09 .08 

Training and 
Development - - .45** .58** -.05 .29* 

Value Proposition - - - .38** -.37** .53** 

Employee Wellness - - - - .03 .17 

Change Perceptions - - - - - -.03 

Change 
Management - - - - - - 

Note. * p < .05, ** p < .001. 
Conclusions and Recommendations 
Objectives of the study 
The study had a main objective as well as supporting objectives. These objectives are 
discussed further below. 
Main objective  
The main objective of the study was to examine the extent to which change management has 
an impact on the execution of the organisation strategy. 
Supporting objectives of the study  
The supporting objectives the study includes the following: 

 To examine the NHBRC’s strategy implementation 
 To identify the change management factors that have an impact on the 

implementation of the NHBRC’s organisational strategy 
 To establish employee and management perceptions on the implementation of 

organisational strategy  
 To recommend ways to successfully implement the organisational strategy 

Conclusions to the study  
The findings from the research study are outlined under the headings: Finding from the 
literature review and Findings from the primary research. 
Findings from the literature review 
The relevant literature was reviewed to assess the impact of change management on the 
implementation of the organisational strategy as well as the factors that have an impact on the 
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implementation of the NHBRC’s organisational strategy. The report is summarised and 
presented below.  
Those in leadership within the organisation are strategy-orientated; they strive to implement 
organisational strategies without considering the fact that employees are the implementers of 
the strategy (Kotter et al., 2010:3-16). However, Kandi et al. (2013:6) indicated that good 
strategies can be formulated, but the challenges begin when the strategy has to be 
implemented, as that phase triggers change, and it involves employees who are the actual 
implementers of the strategy at operational level. Leadership fails to realise that both strategy 
formulation and implementation bring change into the organisation. On that account, 
employees need to be engaged during strategy implementation to ensure the strategy is 
implemented successfully. 
Organisations can formulate the best strategies; however, that does not guarantee that the 
implementation of the strategy will be successful. There are factors such as lack of 
communication which can affect the strategy implementation negatively (Van Buul, 
2010:13). Effective communication is a critical success factor for the strategy implementation 
(Mbaka and Mugambi, 2014:63). If the employees are not well informed about change, they 
will resist the change, and this will lead to failure in strategy implementation.  
Michaelis et al. (2009:404) stated that trust between leadership and general employees have a 
huge impact on the implementation of the strategy. If the employee does not trust their 
leaders who lead change, they will not buy in to change, and the implementation will not be 
successful. Sorooshian et al. (2010:1255) highlighted that lack of trust between management 
and employees can be caused by failure in previous implementations. 
The organisation that fails to link strategy formulation and strategy implementation is likely 
to have an unsuccessful implementation. The leadership should create a learning culture that 
must be aligned to the strategy implementation. This will reduce employee resistance and 
increase the employees’ morale, which will impact the strategy implementation positively 
(Musyoka, 2011:301-308). The relationship between culture and strategy implementation has 
a huge impact on the strategy implementation. It is crucial to have a culture that emphasises 
effective communication, support between leadership and general employees, and 
cohesiveness. Team members need to be aware that they are working together to achieve 
organisational goals and objectives; this will lead to successful strategy implementation 
(Ahmadi et al., 2012:295). 
Training is a critical success factor for the strategy implementation. Employees who are 
trained on how to deal with change, why the organisation needs to change, as well as the 
change process, are likely to buy in to change (Mbaka and Mugambi, 2014:67). Moreover, 
when employees are well trained, they gain confidence that they have the knowledge and the 
competencies to complete their new allocated tasks within their new roles (Nastase et al., 
2012:13).  
Findings from the primary research 
The findings from the primary research will be considered from seven perspectives. These 
include Awareness and Understanding, Change Implementation History, Training and 
Development, Value Proposition, Employee Wellness, Change Perceptions, and Change 
Management. Findings based on these variables will be discussed next. 
Awareness and understanding  
The finding reveals that the organisational leadership understands its strategic goals and 
objectives, but the general employees lack information regarding organisational strategic 
information. General employees are not aware of how the strategy is linked to their roles, 
what role to play, or what their responsibilities are during the strategy implementation. Their 
roles and responsibilities are not clearly defined, which makes it difficult for them to 
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participate or support the change initiatives. Furthermore, there is lack of engagement, as 
most of the employees reported not being informed about the change initiatives within the 
organisation.  
Leadership is not transparent to the general employees about information regarding strategy; 
there is a gap in information cascading from top management to low-level employees. This 
has a detrimental impact, as most of the general employees reported not having a clear 
understanding of why the organisation was changing and what the benefits were of change 
implementation. Most general employees, including the executive and senior management, 
are uncertain whether communication regarding change is effective and relevant. This shows 
that employees are not necessarily resisting change, but they are just not engaged and 
provided with enough information to enable them to support change, which then led to failure 
in previous change implementations.  
Change implementation history 
Data shows that NHBRC has a high rate of unsuccessful change implementations. However, 
the participants reported that change management was not effective and that they were not 
supported during past change implementations. This reveals that employees were not engaged 
and made to feel that they are an important part of change initiatives. 
Change management ensures that employees are supported through change. Nevertheless, 
due to lack of change management, employees were not provided with the required support 
and did not have sufficient information about how implemented change would improve the 
way they perform day-to-day tasks. Leadership could not address and resolve the issues 
raised during the previous change implementation. This shows that there was a need for 
change management to ensure that relevant interventions are put in place to facilitate the 
processes. Furthermore, this caused low employee morale and lack of trust between 
leadership and general employees, which lead to unsuccessful strategy implementation.  
Training and development  
Among the significant factors from the study, most of the NHBRC employees perceived that 
training of how to deal with change was conducted. However, the employees are not certain 
whether the quality and level of training was satisfactory. Time allocated for training is not 
sufficient; because of that, there was a high rate of general employees who reported that they 
were not able to apply the knowledge they have acquired during training. Most of the 
employees reported that they are given opportunities to attend courses to advance their 
careers; however, the duration of the courses must be taken into consideration. 
Value proposition 
The study reflected that a high rate of employees have faith that change implementation will 
make NHBRC a better organisation. However, some of the employees are not confident that 
the leadership is making a good decision about implementing changes within the 
organisation, that strategic change will effectively improve the way they carry out their 
allocated tasks. This reveals that the organisation is likely to have successful strategy 
implementation, if change management is involved and change management strategies are in 
place during execution of the organisational strategy. 
Employee wellness 
The study discovered that most employees are content with their work. However, some 
employees are not happy and do not feel secure within their working environment. There is a 
high rate of uncertainty respecting whether senior management member are valued and 
supported by their superiors; these have a massive impact on the employees at the lower 
level. Mostly, executives and senior management are treated fairly and with respect; 
however, most of the general employees are uncertain – some feel that they are not treated 
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fairly and with respect. This will have a damaging impact on the strategy implementation, as 
general employees are strategy implementers, and some of them are influential.  
Executives and senior management gain the opportunity to grow within the organisation and 
contribute towards strategic initiatives, because they make strategic decisions and formulate 
the strategy. Although some of the general employees are given the opportunity, some are not 
because of their levels and the relationship they have with their superiors. The executive who 
participated in the study reported that the organisation has rewarding and incentive policies to 
pay employees who are top performers, but senior management, including general 
employees, reported differently. Employees will not see the need or the value in performing 
within their areas because there are no clear processes regarding employees’ reward and 
recognition within the organisation to motivate them.  
Change perceptions 
The results of the study reveal that a high rate of employees in each group support strategy 
initiatives. Employees see the need for the organisation to change, although some employees 
believe that change brings job losses in the form of restructuring and retrenchments. If 
employees buy in to change, then the strategy implementation is likely to be successful.  
Change management  
The study reflected that employees at all levels have an understanding of the role of change 
management in the implementation of the organisational strategy, especially management. 
They understand why it is important to involve change management; nevertheless, there is a 
level of uncertainty in the general employees and senior management. This reveals that not 
all employees are informed about the role of change management; if that is the case, they will 
consequently not be able to utilise the resources effectively during strategy implementation. 
However, most of the employees are starting to realise the need for change management, due 
to their experience of unsuccessful strategy implementations within the organisation. 
Recommendations 
The recommendations that follow are made to NHBRC leadership for managing resistance to 
change and to ensure successful implementation of the organisational strategy 
implementation. 
 
Communication  
Change management involvement is a critical success factor for the strategy implementation. 
Change management activities must be put in place, such as to ensure that people are made 
aware of the change, supported through the change and the implementation is completed 
without disruption. Leadership must share the vision and the objectives of the organisation 
with the general employees, as they need to have a clear understanding of what the 
organisation aims to achieve through strategy formulation and implementation. The 
information relevant to the general employees must flow downwards. 
Relevant procedures must be deployed, such as selecting the relevant employees with the 
know-how to have a role and responsibility in the strategy implementation. General 
employees need to be thoroughly informed about the prospective benefits of the initiated 
changes to their employment roles and duties. The stakeholders must be provided with a clear 
definition of their role and responsibility in order for them to complete their allocated tasks as 
required. Structures outlining reporting lines must be put in place and be communicated to all 
stakeholders to avoid confusion on the level of authority from management to general 
employees and to ensure that the strategy is implemented without unnecessary conflicts.  
The aim of communication of change initiatives must be to more adequately and distinctly 
inform the employees about changes within the organisation. In addition, management needs 
to communicate changes more succinctly and cater communication towards particular 
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employees and help these employees to understand how the changes related to their 
employment function. This will assist in avoiding confusion and ambiguity in reporting 
change endeavours.  
Training  
Training is a significant factor for strategy implementation. That being the case, management 
must create a learning culture within the organisation where employees will be encouraged to 
increase knowledge and competence by attending courses related to their work and change 
within the organisation or with the service providers of NHBRC. The duration, of course, 
must be taken into account; time allocated for training must be sufficient to increase the 
quality of training and employee readiness for change. 
Reward and recognition 
Reward and recognition policies need to be developed in support of the strategy 
implementation. Employees are more committed and will go an extra mile if they are 
recognised and rewarded accordingly for their hard work and behaviours during strategy 
implementation. However, the leadership must be transparent about the process of assessing 
employees’ performance. Roadshows must be conducted before implementing the policies; 
employees will be able to ask questions in order to obtain clarity in their areas of concern. 
This will promote fairness and avoid low employee morale by gaining buy-in and excitement 
from employees. Reward and recognition will not only assist in strategy implementation, but 
it will also increase productivity and employee morale within the organisation.  
Succession planning policies need to be developed to increase the skills and competencies of 
the general employees, in order to motive the top performers and develop more leadership 
within the organisation. Development of career paths for general employees will enable the 
organisation to retain top-performing employees. Leadership should also develop a 
promotion policy to support the succession planning policy, in order for the top-performing 
employees to be promoted to the next level. This will ensure that people are given the 
opportunity to grow within the organisation and contribute towards strategic initiatives. 
Areas for future research 
There is a need for the study to be taken further; therefore, the following areas are 
recommended for further research: 

 Those in leadership should take accountability of their employees’ career pathing and 
mentorship; this will ensure that the succession planning needs within the organisation 
are addressed. A study regarding leadership development could be carried out within 
NHBRC. 

 An employee relations survey must be conducted, and the findings must be taken into 
consideration. The study would have to address employee relations issues.  

 Corporate culture research must be conducted; this will need to be aligned with the 
NHBRC’s organisational strategy in order to ensure successful strategy 
implementation. 

Conclusion 
The primary findings answered the research questions for the study. Primary and secondary 
findings show that change management has an impact on strategy implementation. The study 
indicates that the high rate of failure in past change implementations was due to lack of 
change management, which led to lack of trust between the leadership and the general 
employees. The findings also reveal that the leadership is not sharing strategic information 
with general employees, and because of that, employees lack information regarding the 
organisation’s goals and objectives, and their role and responsibility during the strategy 
implementation. Employees are implementers of the strategy; therefore, they need to know 
what is changing within the organisation, the reason for the change and what is expected of 
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them to ensure their support and successful strategy implementation. It is clear that lack of 
communication has an adverse impact on strategy implementation.  
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