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Abstract  
 

This study examines the obstacles, resistance and impact of change in organizations.  Taking the 
Saudi Telecommunication Company (STC) as the unit of analysis and utilizing descriptive 
analytic approach, we investigated the subject of discourse using a sample of 450 skilled 
employees.  The results confirmed that ineffective change management team, poor support by 
the company’s management, lack of resources and planning, and lack of communication are the 
fundamental obstacles to change in the company.  The findings further revealed that the causes 
of change resistance in the company revolves round employees being comfortable with the 
status quo, change is imposed by force, lack of clarity, several changes happen simultaneously, 
and the fear of the future state.  Additionally, the study confirmed that change has overall 
negative impact on STC.  This is so because change in the company leads to reduction in 
productivity and competitiveness, it results to confusion within the organization and it does not 
make the company’s operations run smoother or easier. 
 
Keywords: Change, Management, Environmental dynamism, Resistance, Saudi  
Telecommunication Company (STC) 
 

1. Introduction  
 

The Saudi Arabian Telecommunications and Information Technology sector is fast growing and 
it is characterized by dynamic changes.  The companies which constitute this sector should see 
change as a major issue in their quests for survival, growth and development.  The Saudi 
Telecommunication Company (STC) is one of such companies.  The executives of this company 
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ought to constantly take initiatives that keep the company’s activities abreast with the dynamic 
nature of the sector.  This suggestion is founded on the notion that the success of any company 
is significantly dependent on its ability to align its internal activities to the specifics of its 
external environment.  In view of this realization and given the fact that the Saudi 
telecommunications and information technology sector is constantly changing, the need for STC 
to transform in line with the environment becomes imperative.  It is stressed however, that it is 
one thing for an organization to recognize the need for change and it is another situation for 
the change to be effectively managed.  This assertion is hinged on the fact that there is 
tendency for a well proposed change to impact negatively on overall organization’s 
performance if such change is improperly managed (Thomas, 2014).  Change requires passing 
through a transitional phase.  It is a transformational experience that could be incremental or 
radical for companies seeking improvements and competitiveness.  Several companies have 
failed to transform in spite of changes in their business environments. These organizations are 
satisfied with the status quo, they maintain organizational activities the way they are.  Although 
academics and practitioners overtly recommend organizational change for effective alignment 
with a changing business environment, most companies attempting this transformation often 
encounter resistance to change in the way company’s activities are carried out.  This resistance 
is conceived to be a problematic factor that impedes overall growth of a company.  By and 
large, resistance to change should be eliminated and acceptance to change encouraged (Jones 
and Smith, 2004).  Employees have high propensity to resist change when the change is 
unexpected, sudden, or radical in their view (Gibson and Hodgetts, 2013).  In today’s 
competitive and dynamic business environment, organizations must be flexible in order to 
quickly react and adapt to external realities.  In general, change is sine qua non for survival.  
Because of the importance of change to organizations, this study attempts to explore the 
transformational experiences that are associated with change.  Specifically, the research 
focuses on investigating the obstacles, resistance, and impact of change in the Saudi 
Telecommunication Company.  
 

2. Overview of the Saudi telecommunication company 
 
The Saudi Telecommunication Company (STC) has a workforce of 17,000. The Saudi 
government owns a share of 70% while 30% is privately owned.  The company was founded in 
1998 as the Saudi Joint Stock Company in pursuant of the Royal Decree No. M/35 dated 24 Dhul 
Hijja 1418 H. The company offers integrated services such as fixed lines; mobile phone services; 
internet and multimedia services to more than 160 million customers that abound in Saudi 
Arabia and in International locations (El Emary et al., 2012).  The company is considered to be 
the largest telecommunication company by market capitalization.  STC operates through its five 
business units: Al Hatif, which includes landline services, card phones, public telephones, 
prepaid card services and business services; Al Jawal, which offers a range of mobile services, 
including Family Al Jawal, Sawa, messaging services, business services, data services and 
roaming services; Saudi Net, an Internet provider, STC Online for electronic bills payment 
services and Saudi Data, a provider of data solutions.  The company has expanded operations to 
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other countries such as Turkey, Bahrain, Kuwait, Malaysia, Indonesia, South Africa, and India.  
As part of its corporate social responsibility, the Saudi government declared 30% of STC shares 
for sale to Saudi citizens and organizations.  Specifically, 20% was allotted to Saudi citizens, 5% 
to the General Organization of Social Insurance (GOSI), and 5% to the Pension Funds 
Organization (PFO).   
 

3. Change and change management 

Change is inevitable. This reality demands that flexibility ought to be the guiding philosophy for 
companies operating in dynamic business environments.  Company’s flexibility in the form of 
change needs careful management for it to have positive impact. Companies have to embrace 
change and make the transition process easier (Garber, 2013).  Creasey (2009) acknowledged 
that the goal of change and change management is to improve the main elements of 
organizations such as: processes, systems, organizations structure and job roles, and how 
organizations operate? The focus of any change management is to maximize the benefits that 
result from the change, while minimizing the risks of failure during the change or 
transformational process.  
  
Abbs (2012) conceptualized change management as an organized procedure of planning, 
initiating, realizing, controlling, stabilizing and sustaining new and improved work activities at 
the corporate, group and individual level.  At its most basic level, change management is a 
control system that ensures that programs, systems, and infrastructure modifications are 
authorized, tested, documented, and monitored (Yarberry, 2007).  Put differently, it is a 
structured approach to transitioning individuals, teams, and organizations from a current state 
to a desired state (Hiatt and Creasey, 2012; Kotter, 2011).  According to Nickols (2010) change 
management is a strategic activity aimed at effectively implementing new methodologies and 
systems in an organization and obtaining the best outcomes from the change process.  
     

4. Types of change and change management  

Organizational change exists in different forms. Each form requires a unique management 
approach.  Each approach to change management is influenced by the degree of complexity, 
cost and uncertainty which an organization has to experience in addressing the change (Rees 
and French, 2013).  The most frequent types of change occurring in organizations are 
categorized as: developmental, transitional, and transformational. 
 
Developmental change is the simplest type of change.  It focuses on improving what an 
organization is currently doing rather than creating something radically new.  According to 
Tucker (2007) developmental change is exhibited if a company decides to update its policies, 
methods and procedures. Anderson and Anderson (2010) exemplify developmental change as 
increase in sales or quality, interpersonal communication training, simple work process 
improvements, team development, and problem-solving efforts. 
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Transitional change is a shift from an old state to a new context (De Roo, 2008).  This type of 
change is challenging to manage.  Its introduction and management requires leadership and 
organizational investments.  For transitional change, major modifications are needed to 
organizational structure, policies and procedures, and individual skills (Rikerjoe, 2009).  This 
type of change involves unfreezing the existing organizational equilibrium, moving to a new 
position or state, and then freezing in a new equilibrium position (Hunter, 2007). Under this 
category of change, the future state is radically different from the current state.  As a result of 
the high degree of difference between the two states, employees and organizational culture 
must radically change in order to successfully adapt to the new state (Anderson and Anderson, 
2010).  
 
Transformational change is similar to transitional.  However, there is a thin line separating the 
two forms of change.  Whereas transformational change deals with complex and unpredicted 
outcomes, transitional change deals with simple, but unpredictable outcomes.  Beckhard and 
Pritchard (1992) regarded transformational change as fundamental change.  A fundamental 
change requires radical shift in a company’s culture, business strategy, and processes.  Change 
will continually be a feature of the external environment of organizations. Internal change 
therefore, is requisite requirement for coping with environmental dynamism (Burnes, 2004).  
 

5. Obstacles to change 
 
A plethora of obstacles to change are conceivable.  Amongst these plausible obstacles are: 
ineffective change management team, poor support by company’s management, lack of 
resources and planning, and lack of communication.  When organization’s change management 
team is ineffective, it lacks the capacity to win employees cooperation and participation in 
change activities.  According to Hiatt and Creasey (2012), an ineffective management team is 
likely to lose the ability to see what is right for an organization.  Poor support by organization’s 
management is another factor that can potentially pose as obstacle to change in organization.  
Poor support by organization’s management is a situation whereby organization’s leadership 
are reluctant to acknowledge the need for change (Audia and Brion, 2007; Sirkin et al., 2005).  
Another probable obstacle to change in organization lies in lack of resources and planning.  A 
successful introduction, acceptance, and implementation of change will not be feasible without 
sufficient resources and robust plan that is actively supported by management (Sanchez et al., 
2012).  Lawler and Worley (2006) had earlier made this assertion when they observed that 
without resources and planning change actions will not be able to achieve its preconceived 
objective.  A final attribute that the study viewed as a potential obstacle to change is lack of 
communication.  Communication is the process through which information, ideas and 
knowledge are exchange (Khosa et al., 2015).  Communication within the context of change is 
the mechanism that is utilized to announce, explain, and motivate employees to participate in a 
change process.  Unequivocally, communication is a tool for successful organizational change. 
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6. Resistance and causes of resistance to change 
 
Resistance to change is the action taken by an individual or group that perceives a change as 
threat.  Employees tend to have high inclination to change when environmental factors present 
no other choice except change.  In this situation, organization’s employees are compelled to 
change (Samuel, 2013).  Miller and Friesen (2000) exacerbated the argument on resistance to 
change by stressing that employees tend to show resistance to change even when the business 
environment threatens extinction.  Resistance to change can be classified along three 
dimensions into three: technical resistance, political resistance, and cultural resistance.  
Technical resistance results from the habit of following established procedures and focusing 
actions on maintaining the status quo.  Political resistance is friction that arises in the form of 
fight back when change threatens major stakeholders, such as top executives.  Cultural 
resistance take the form of systems and procedures that reinforce the status quo, promoting 
conformity to existing values, norms, and assumptions about how things should operate 
(Cummings and Worley, 2009). 
 
More often than not, resistance to change arises when employees get comfortable with the 
status quo and when they do not understand the reasons behind a change.  Resistance to 
change is further apparent when a change process is imposed by force; there is lack of clarity 
regarding the change; several changes happen simultaneously; and the fear of the future state.  
There are empirical evidences which partly held the view that resistance to change is one of the 
reasons for failure of change initiatives (Maurer, 2006; Waddell and Sohal, 1998; Anderson and 
Anderson, 2010).  The causes of resistance to change should be identified and eliminated in 
order to make a change process effective.  Kotter and Schlensinger (2008) emphasized that 
there are six steps that must be put in place to achieve this direction. These six steps include: 
education and communication; participation and involvement; facilitation and support; 
negotiation and agreement; co-optation and manipulation; and implicit and explicit coercion. 
 

7. Change and its impact on organizations 

A well-intended change can impact negatively on the performance of organizations. Negative 
impact of change in organization are evidenced in the form of reduction in productivity; 
reduction in competitiveness; confusion within the organization; and friction in the operations 
of organizational activities.  Bruck (2002) emphasized that mitigating these negative impacts 
require that a change process should be carefully planned and adequately managed.  Change is 
both risky and murky endeavor that can create undesirable results if the change process is not 
adequately managed.  Blanchard (2010) observed that approximately 70 percent of change 
initiatives fail.  This high rate of failure has made organizations cynical toward change 
initiatives. 
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8. Methodology 
 
The branches of STC are widely dispersed throughout Saudi Arabia.  Accessing data from all the 
branches is not feasible.  As a result, the branches situated in Abha and Khamis Mushyt was the 
focal points for data collection.  These two branches have 750 skilled employees collectively.  
The skilled employees formed the unit of analysis and the target population for the study.  A 
target or study population can be viewed as a group of elements or cases, whether individuals, 
objects, or events, that conform to specific criteria and to which a researcher intends to 
generalize the results of a research (McMillan and Schumacher, 2006).  Convenience sampling 
method was used to select the 498 respondents which the study termed as the initial sample 
size.  A total of 464 questionnaires were sent to the 464 respondents and were all returned. 
However, 14 of the questionnaire were found unusable due to major errors in their completion 
by the respondents.  In this case, the effective sample size of the study stood at 450.  The 
questionnaire concentrated its enquiry on key demographic variables, obstacles encountered in 
change management, resistance to change, and the impact of change on the employees.  
Nominal scale was utilized to measure the demographic items while a five-point likert scale was 
used to measure obstacles to change, resistance to change, and impact of change in the 
company.  The data were analyzed using descriptive statistics. 
 

9. Results 
 
9.1 Demographic profile of respondents 
 
Table 1: Demographic Profile 
 

Background 
information 

Range Frequency Percent 

Age 20 – 29 17 3.8 
 30 – 39 164 36.4 
 40 – 49 251 55.8 
 50 – 59 9 2.0 
 60+ 9 2.0 
Education High school or equivalent 26 5.8 
 Bachelor’s degree 277 61.5 
 Master’s degree 130 28.9 
 Doctoral degree 17 3.8 
Year of service Less than two years 17 3.8 
 Between 2 and 10 years 44 9.8 
 More than 10 years 389 86.4 
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Table 1 indicates that 3.8% of the respondents fall within the 20-29 age category. 36.4% of the 
respondents lie within the 30-39 age bracket. 55.8% are within the 40-49 age range.  While 
2.0% is situated in the age range of 50 -59 and 60+ categories respectively. 
 
9.2 Obstacles to change management 
 
Table 2a: Distribution of responses on obstacles to change 
 

Ineffective change management team 

Frequency Percent Pooled weight (%) 

17 3.8 
32.7 

130 28.9 

164 36.4 36.4 

78 17.3 
30.9 

61 13.6 

Poor support by company’s management 

Frequency Percent Pooled weight (%) 

9 2.0 
32.7 

138 30.7 

156 34.7 34.7 

130 28.9 
32.7 

17 3.8 

Lack of resources and planning 

Frequency Percent Pooled weight (%) 

43 9.6 
67.4 

260 57.8 

86 19.1 19.1 

35 7.8 
13.6 

26 5.8 

Lack of communication 

Frequency Percent Pooled weight (%) 

35 7.8 
63.6 

251 55.8 

104 23.1 23.1 

43 9.6 
13.4 

17 3.8 

 
Table 2a is the presentation of the obstacles to change in STC.  According to the table, the 
pooled weight showed that 32.7% of the respondents agree that ineffective change 
management team is an obstacle to change in STC. 30.9% of the respondents disagree that 
ineffective change management team is an obstacle to change in the company.  The inquiry 
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into poor support by company’s management as a possible obstacle revealed a tie between 
agreement and disagreement on the issue. Specifically, 32.7% of the respondents agree and 
disagree on the issue.  As for lack of resources and planning as an obstacle to change, 67.7% of 
the respondents agree that the issue is an obstacle while 13.6% of the respondents disagree 
that is an obstacle to change in STC.  In the analysis of lack of communication as an obstacle, 
63.6% of the respondents agree that the issue is an obstacle while 13.4% of the respondents 
disagree that the issue is an obstacle to change in STC. 
 
Table2b: Summary of the obstacles to change in STC 
 

S/No Factors Pooled weight 
(%) 

Is the factor an 
obstacle to 
change? 

1 Ineffective change management team *32.7 , **30.9 Yes 

2 Poor support by company’s management *32.7, **32.7 Tie(no decision) 

3 Lack of resources and planning *67.7, **13.6 Yes 

   4 Lack of communication *63.6, **13.4 Yes 

 * agree,   ** disagree 
 
Table 2b is derived from table 2a.  The table is a summary of the factors that are seen as 
significant obstacles to change in STC.  According to the table, ineffective change management 
team, lack of resources and planning, and lack of communication are major obstacles. 
 
Figure 1: Comparative analysis of the obstacles to change in STC 
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Figure 1 shows the comparative strengths of the obstacles to change in STC.  The figure shows 
that lack of resources and planning as well as lack of communication are more significant 
obstacles when compared to ineffective change management team. 
 
9.3 Causes of resistance to change 
 

Table 3a: The causes of change to resistance in STC 
 

Comfortable with the status quo 

Frequency Percent Pooled weight (%) 

35 7.8 
42.5 

156 34.7 

95 21.1 21.1 

147 32.7 36.5 

17 3.8  

Do not understand the reason behind the change 

Frequency Percent Pooled weight (%) 

43 9.6 
38.5 

130 28.9 

87 19.3 19.3 

164 36.4 
42.2 

26 5.8 

Change is imposed by force 

Frequency Percent Pooled weight (%) 

26 5.8 
46.2 

182 40.4 

147 32.7 32.7 

78 17.3 
21.1 

17 3.8 

Lack of clarity  

Frequency Percent Pooled weight (%) 

87 19.3 
73.1 

242 53.8 

78 17.3 17.3 

26 5.8 
9.6 

17 3.8 

Several changes happen simultaneously 

Frequency Percent Pooled weight (%) 

61 13.6 
59.6 

207 46.0 

95 21.1 21.1 
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61 13.6 
19.4 

26 5.8 

Fear of the future state 

Frequency Percent Pooled weight (%) 

17 3.8 
44.4 

182 40.4 

95 21.1 21.1 

147 32.7 
34.7 

9 2.0 

Table 4 indicates the analysis of the causes of resistance to change in STC.  The table reveals 
that 42.5% of the respondents agree that they resist change because they are comfortable with 
the status quo. 36.5% of the respondents disagree that being comfortable with the status quo is 
the reason for resisting change.  The inquiry on the issue that change is imposed by force shows 
that 46.2% of the respondents agree on the issue while 21.1% of the respondents disagree on 
the same issue.  In the examination of lack of clarity as a basis for resisting change, 73.1% of the 
respondents agree that this factor is a cause of resistance to change while 9.6% disagree that 
the factor is a foundation for resisting change in STC. Regarding several changes happening 
simultaneously, 59.6% of the respondents agree on the issue while 19.4% disagree on the issue.  
On fear of the future state, 44.2% of the respondents agree that this factor is a basis for 
resisting change while 34.7% disagree on the issue. 
 
Table 3b: Summary of the causes of resistance to change in STC 
 

S/N Factors Pooled 
weight (%) 

Does the 
factor indicate 
resistance to 
change? 

1 Comfortable with the status quo *42.5, **36.5 Yes 

2 do not understand the reason behind the 
change 

*38.5, **42.2 No 

3 Change is imposed by force *46.2, **21.1 Yes 

4 Lack of clarity *73.1, **9.6 Yes 

5 Several changes happen simultaneously *59.6, **19.4 Yes 

6 Fear of the future state *44.2, **34.7 Yes 

 * agree,   ** disagree 
 
Table 3b follows from table 3a.  The table stipulates that the major reasons for resistance to 
change in STC include: employees are comfortable with the status quo; change is imposed by 
force; lack of clarity; several changes happen simultaneously; and fear of the future state. 
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Figure 2: Comparative analysis of the causes of resistance to change in STC 
 

 
Figure 2 indicates the relative strengths of the factors that are responsible for change resistance 
in the STC.  Although, four factors depict the major sources of resistance to change, lack of 
clarity stood as the most significant cause.  This is followed by several changes happening 
simultaneously.  Fear of the future state and change is imposed by force have approximately 
similar strengths. 
 
9.4 The impact of organizational change in STC 
  
Table 4a: The impact of organizational change in STC 
 

Reduction in productivity 

Frequency Percent Pooled weight (%) 

43 9.6 
46 

164 36.4 

87 19.3 19.3 

139 30.9 
34.7 

17 3.8 

Reduction in competitiveness 

Frequency Percent Pooled weight (%) 

52 11.6 
40.5 

130 28.9 

121 26.9 26.9 

121 26.9 
32.7 

26 5.5 

Confusion within the organization 

Frequency Percent Pooled weight (%) 

87 19.3 
57.7 

173 38.4 

121 26.9 26.9 
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52 11.6 
15.4 

17 3.8 

Made operations smoother and easier 

Frequency Percent Pooled weight (%) 

26 5.8 
21.1 

69 15.3 

19 42.2 42.2 

130 28.9 
36.7 

35 7.8 

 
Table 4a is the analysis of the impact of organizational change in STC.  According to the table, 
46.0% of the respondents agree that change in the company reduces productivity of 
employees. 34.7% of the respondents disagree that organizational change reduces employee 
productivity.  Furthermore, 40.5% of the respondents agree that change reduces organization 
competitiveness while 32.7% disagree that change reduces organization competitiveness.  
Additionally, 57.7% of the respondents agree that change leads to confusion within the 
organization while 15.4% disagree on this issue.  The final analysis in this section reveals that 
21.1% of the respondents agree that organizational change makes operations smoother and 
easier while 36.7% disagree on this issue. 
 
Table 4b: Summary of the impact of organizational change in STC 
 

S/No Factors Pooled weight 
(%) 

Does the factor 
indicate impact? 

1 Reduction in productivity *46.0, **34.7 Yes 

2 Reduction in competitiveness *40.5, **32.7 Yes 

3 Confusion within the organization *57.7, **15.4 Yes 

4 Made operations smoother and easier *21.1, **36.7 Yes 

 * agree,   ** disagree 
 
Table 4b clearly indicates that change in STC impact on the company in the direction of 
reduction in productivity, reduction in competitiveness, confusion within the company, and 
does not make operations smoother or easier. 
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Figure 3: Comparative analysis of the impact of organizational change in STC 
  

 
 
Figure 3 shows that change in the company has an overall negative impact.  The negative 
impact is depicted along four dimensions.  However, the most significant of the four dimensions 
is the impact regarding confusion within the organization.  This is followed by reduction in 
productivity and competitiveness of the company.  The least significant impact is that change 
does not lead to smooth and easy functioning of operations in the company.  
 

10. Conclusion 
 
Management literature recommends that organizations should change as a result of 
environmental dynamism.  Although this recommendation holds true and critical to successful 
existence of organizations, it is an uphill task to implement and manage in the Saudi 
Telecommunication company (STC).  On the basis of the results, the study conclude that 
ineffective change management team, poor support by company’s management, lack of 
resources and planning, as well as lack of communication are major obstacles to change in STC.  
The study further concludes that the main causes of resistance to change in STC are that: 
employees are comfortable with the status quo, change is imposed by force, lack of clarity, 
several changes happen simultaneously, and the fear of the future state.  On a final note, the 
study concludes that change in STC has overall negative impact.  This is so because it leads to 
reduction in both productivity and competitiveness, results in confusion within the company 
and it does not make operations smoother or easier.  Therefore, change initiatives in the Saudi 
Telecommunication Company fail and confirms the notion that most change initiatives in 
organizations fail (Blanchard 2010). 
 
 



  International Journal of Academic Research in Business and Social Sciences 
        April 2016, Vol. 6, No. 4 

ISSN: 2222-6990 

 
 

36 
www.hrmars.com 
 
 

References 
 
Abbs, M. (2012).  Change management.  Pakistan and Gulf Economist, pp. 1-3.  Retrieved from 

http://www.conference.net.au/cibwbc13/papers/cibwbc2013_submission_217.pdf 
Anderson, D. & Anderson, L. A. (2010).  What is Transformation, and Why Is It So Hard to Manage? Durango, 

Colorado, USA: Being First, Inc.  Retrieved from http://changeleadersnetwork.com/free-resources/what-is-
transformation-and-why-is-it-so-hard-to-manage 

Audia, P. G. & Brion, S. (2007).  Reluctant to change: Self-enhancing responses to diverging performance measures.  
Organizational Behavior and Human Decision Processes, 102(2), 255-269.  
DOI:10.1016/j.obhdp.2006.01.007 

Beckhard, R. & Pritchard, W. (1992). Changing the essence: The art of creating and leading fundamental change in 
organizations. Jossey- Bass, San Francisco, CA.  Retrieved from http://www.amazon.com/Changing-
Essence-Creating-Fundamental-Organizations/dp/1555424120 

Blanchard, K. (2010).  Mastering the art of change.  Training Journal, 44-47.  Available at 
http://www.kenblanchard.com/img/pub/blanchard_mastering_the_art_of_change.pdf 

Bruck, H-J. (2002). The Impact of Organisational Change Management on the Success of a Product Lifecycle 
Management Implementation: An Investigation into the Electronics Manufacturing Industry (Master’s 
Thesis).  University of Lincoln, England.  Retrieved from http://www.johnstark.com/hbrueck.pdf. 

Burnes, B. (2004).  Managing change: A strategic approach to organizational dynamics (4th eds.).  Harlow: Prentice 
Hall.  Retrieved from 
https://books.google.co.uk/books/about/Managing_Change.html?id=9J5Ri4xatEMC&redir_esc=y 

Creasey, T. (2009).  Defining change management:  Helping others understands change management in relation to 
project management and organizational change.  Retrieved from http://www.change-
management.com/Prosci-Defining-Change-Management-2009.pdf 

Cummings, T. G., & Worley, C. G. (2009).  Organization development and change, 9th edition.  Mason, USA: South-
Western Cengage Learning.  Retrieved from 
https://books.google.com.sa/books?vid=9780324421385&redir_esc=y 

De Roo, G. (2008).  A theory of transition and its relevance to planning theory and practice.  A non-linear 
understanding of spatial development.  In proceedings of the VIIth meeting of Aesop’s thematic group on 
complexity and planning, Milano, Italy, 22-23 February.   Retrieved from https://books.google.com.sa 

El Emary, I. M., Alsereihy, H. A., Alyoubi, A. A. (2012).  Towards improving the performance of STC Saudi using 
knowledge management strategies.  Middle-East Journal of Scientific Research, 12(2), 234-242.  DOI: 
10.5829/idosi.mejsr.2012.12.2.2781 

Garber, P. R. (2013).  Managing change at work.  American Society for Training and Development, 67(1), 48-51.  
Retrieved from https://www.td.org/Publications/Magazines/TD/TD-Archive/2013/01/Managing-Change-at-
Work 

Gibson, J. W., & Hodgetts, R. M. (2013).  Readings and Exercises in Organizational Behavior.  Burlington: Elsevier 
Science.  Retrieved from https://www.scribd.com/book/282615383/Readings-and-Exercises-in-
Organizational-Behavior 

Hiatt, J. M., & Creasey, T. J. (2012).  Change management: The people side of change. (2nd ed.).  Loveland, Colorado, 
USA: Prosci Research.  Retrieved from http://www.amazon.com/Change-Management-The-People-
Side/dp/193088561X 

Hunter, D. (2007).  Managing for health.  London and New York: Routledge.  Retrieved from 
http://www.amazon.com/Managing-Health-Routledge-Management/dp/0415363454 

Jones, D. R., & Smith, M. J. (2004).  Implementation of new technology.  In proceedings of the Human Factors and 
Ergonomics Society 48th Annual Meeting.  New Orleans, LA. 2004; Sage Publications, pp. 1601–1604.  
Retrieved from http://www.hfes.org/publications/ProductDetail.aspx?ProductId=58 

Khosa, Z. A., Rehman, Z. U., Asad, A., Bilal, M. A. & Hussain, N. (2015).  The impact of organizational change on the 
employee’s performance in the banking sector of Pakistan.  IOSR Journal of Business and Management, 
17(3), 54-61.  DOI: 10.9790/487X-17325461 



  International Journal of Academic Research in Business and Social Sciences 
        April 2016, Vol. 6, No. 4 

ISSN: 2222-6990 

 
 

37 
www.hrmars.com 
 
 

Kotter, J. (2011).  Change Management vs Change Leadership – What’s the difference?  Retrieved from 
http://www.forbes.com/sites/johnkotter/2011/07/12/change-management-vs-change-leadership-whats-
the-difference/#7d76ee0818ec 

Kotter, J.P., & Schilesinger, L.A. (2008). Choosing strategies for change.  Harvard Business Review, 57(21), 106-44.  
Retrieved from https://hbr.org/2008/07/choosing-strategies-for-change 

Lawler, E. & Worley, C. (2006). Built to Change: How to Achieve Sustained Organizational Effectiveness. San 
Francisco, CA: Jossey-Bass.  Retrieved from http://eu.wiley.com/WileyCDA/WileyTitle/productCd-
0787980617.html 

Maurer, R. (2006). 12 Steps That Can Build Support for Change. The Journal for Quality and Participation, 29(1), 21-
22.  Retrieved from http://connection.ebscohost.com/c/articles/20795023/12-steps-that-can-build-
support-change 

McMillan, J. H., & Schumacher, S. (2006).  Research in education: Evidence-based inquiry, 6th edition.  USA: Pearson 
Education, Inc.  Retrieved from http://www.wcano.com/research-in-education-evidence-based-inquiry-
6th-edition.html 

Nickols, F. (2010).  Change management 101: A premier.  Distance Consulting LLC.  Retrieved from 
http://www.nickols.us/change.pdf 

Rees, G., & French, R. (2013). Leading, Managing and Developing People, 4th edition.  London: CIPD Publications.  
Retrieved from http://shop.cipd.co.uk/shop/bookshop/books/textbooks/advanced-level-qualification-
textbooks/leading-managing-and-developing-people 

Rikerjoe (2009).  Transactional, Transitional, and Transformational Change.  Retrieved from 
https://leadingspace.wordpress.com/2009/12/20/transactional-transitional-and-transformational-change/ 

Samuel, K. (2013).  The effects of change management in an organization: A case study of national university of 
Rwanda.  Wyno Journal of Management and Business Studies, 1(1), 1-18.  Retrieved from 
http://www.wynoacademicjournals.org/management_biz.html 

Sánchez Abril, P., Levin, A. & Del Riego, A. (2012). Blurred Boundaries: Social Media Privacy and the Twenty-First-
Century Employee.  American Business Law Journal, 49(1), 63-124.  Available at SSRN: 
http://ssrn.com/abstract=2004438 

Sirkin, H. L., Keenan, P., & Jackson, A. (2005).  The Hard Side of Change Management. Harvard Business Review, 109 
– 118.  Retrieved from https://hbr.org/2005/10/the-hard-side-of-change-management 

Thomas, O. O. (2014).  Change management and its effects on organizational performance of Nigerian Telecoms 
Industries: Empirical insight from Airtel Nigeria.  International Journal of Humanities Social Sciences and 
Education, 1(11), 170-179.  DOI=10.1.1.686.2818 

Tucker, J. (2007). Types of change: Developmental, Transitional and Transformational. Retrieved from 
http://businessmanagement.suite101.com/article.cfm/types_of_change 

Waddell, D., & Sohal, A. S. (1998).  Resistance: A constructive tools for change management.  Journal of 
Management Decision, 36(8), 543-548.  DOI: 10.1108/00251749810232628. 

Yarberry, W. (2007).  Effective Change Management: Ensuring Alignment of IT and Business Functions.  Information 
Systems Security, 16(2), 80-89.  DOI: 10.1080/10658980601144899 

 
 


