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Abstract

Ineffective change management initiatives can negatively impact organizational
performance and profitability, leading to a lack of adaptation and business collapse.
Business leaders are concerned with formulating and implementing strategies needed to
drive successful change management initiatives for improving organizational
performance. Grounded in Lewin's theory of change, the purpose of this qualitative
multiple case study was to explore strategies that some business leaders used to
successfully implement change management initiatives for improving organizational
performance. The participants included four business leaders from four organizations in
St. Lucia, Caribbean, with at least five years of experience in leadership who successfully
implemented organizational change management initiatives. Data were collected using
semistructured interviews and a review of organization strategy documents, yearly
business plans, employee handbooks, journal reflections, and business websites. Data
were analyzed using thematic analysis with four themes emerging: strengthening
communication, increasing employee engagement, reinforcing training, and strengthening
organizational culture. A key recommendation is for business leaders to make a concerted
effort to enhance communication regarding change initiatives. Implications for positive
social change include the potential to equip business leaders with successful strategies to
implement change management initiatives that could enhance organizational performance
and sustainability, increasing employment opportunities and contributing to local

communities' tax revenues.
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Section 1: Foundation of the Study

In today's fast-changing, volatile, and uncertain global business environment,
traditional approaches to managing organizational change must be reevaluated. As
business leaders adapt to changing global business environments, the successful
implementation of change initiatives becomes critical for organizational long-term
sustainability and survival. Organizational change is a prerequisite for growth, financial
performance, and competitive success (Oreg et al., 2018). Change management is the
most challenging element of corporate activity to develop and implement due to business
leaders' lack of knowledge and ineffective strategies (Lumbers, 2018). The purpose of
this qualitative multiple case study was to explore strategies that some business leaders
use to successfully implement change management initiatives for improving
organizational performance. This section includes the background of the problem,
problem statement involving a specific business problem, purpose, research question, and
interview questions that study participants addressed. In addition, this section also
includes the significance of the study, contributions to business practice, the social impact
of this qualitative study, and a review of professional and academic literature related to

the research problem.

Background of the Problem
Organizational sustainability involves business leaders' engagement in the change
initiative implementation process (Cesario & Chamble, 2017). Organizational change is

essential for businesses to succeed and be competitive. Leaders who successfully develop



change management initiatives help organizations revolutionize business practices and

increase global presence.

Change initiative implementation continues to fail despite the efforts of business
leaders. Niess and Duhamel (2018) said some business leaders are not aware of effective
strategies needed to implement change management initiatives successfully. Fattore et al.
(2018) said business leaders are challenged during the change process and cannot
successfully manage and implement change strategies. During the change process,
employees' involvement and vision are critical for the change implementation plan. My
study findings may support business leaders with knowledge of successful change

management strategies.

Problem Statement

With rapidly changing regulatory environments, business leaders face challenges
in terms of sustaining business operations and survivability (Fairlie, 2020, p. 727). Only
48.8% of new businesses survive the first 5 years of their initial launch (U.S. Small
Business Administration [SBA] Office of Advocacy, 2020, p. 2). The general business
problem is that ineffective change management initiatives can negatively impact
organizational performance and profitability. The specific business problem is that some
business leaders lack strategies to successfully implement change management initiatives

for improving organizational performance.



Purpose of the Study

The purpose of this qualitative multiple case study was to explore strategies that
some business leaders use to successfully implement change management initiatives for
improving organizational performance. The target population for this study was business
leaders from four organizations in St. Lucia, Caribbean with at least 5 years of experience
in leadership who have successfully implemented organizational change management
initiatives. Implications for positive social change include the potential to adequately
equip business leaders with successful strategies to implement change management
initiatives that could enhance organizational performance and sustainability, leading to

increasing employment opportunities and contributing to local community tax revenues.

Nature of the Study

Researchers may use one of three methods when conducting studies: (a)
quantitative, (b) qualitative, and (c) mixed methods. Researchers who use the quantitative
method measure and analyze relationships among variables, test hypotheses, and
generalize and predict outcomes (Makrakis & Kostoulas-Makrakis, 2017). I did not test
hypotheses involving examining variable characteristics or relationships; consequently,
the quantitative method did not suit this study. Mixed methods researchers combine
quantitative and qualitative approaches (Meraz et al., 2019). The mixed methodology
involves combining quantitative and qualitative methods. As addressing study outcomes

did not require using the quantitative method, the mixed methods design was not suitable.



The qualitative research method was most appropriate for exploring participants'
experiences and perceptions in terms of devising and effecting processes. Makrakis and
Kostoulas-Makrakis (2017) said researchers should employ the qualitative method when
focusing on meanings and processes that are differently defined, which aligns with my
study's purpose. Therefore, | selected the qualitative method to explore successful
strategies business leaders can implement to drive change management initiatives for

improving organizational performance.

The four qualitative research designs | considered for my study were: (a)
narrative, (b) phenomenological, (c) ethnographic, and (d) case study. According to
Madden et al. (2018), narrative researchers explore participants' personal stories and
perspectives to describe a phenomenon. This study required an investigation within a
specific space and time frame and did not involve early life experiences of business

leaders. Therefore, the narrative design was not appropriate for my study.

In phenomenology, data are collected through interviews to understand personal
meanings of participants' experiences (Cypress, 2018). Phenomenology was not suitable
for my research because | did not search for common themes involving personal
meanings of experiencing phenomena. Ethnographic researchers explore a group's culture
(Yin, 2018). However, this was inappropriate for my study, | focused on identifying and

exploring strategies rather than the culture of a group.



The multiple case study design was most appropriate for my study. | elected to
use the multiple case design over a single case study design. Marshall and Rossman
(2017) said researchers use single case studies to explore separate occurrences of a
phenomenon to obtain single perspectives. Thus, the single case study design was not
appropriate for my study because | did not analyze and compare multiple organizations'
experiences. Since my research question involved identifying and exploring strategies
that business leaders from different organizations use to successfully implement change

management initiatives, | selected a multiple case study design.

Research Question
The research question for this study was: What successful strategies have business
leaders implemented to drive change management initiatives for improving

organizational performance?

Interview Questions

| asked the following open-ended questions via semistructured interviews:

1. What key strategies did you use to develop and implement change management

initiatives for improving organizational performance?

2. How did you assess the effectiveness of your key change management

strategies to improve organizational performance?

3. What strategies did you use to involve staff in the development and



implementation of the change management initiatives?

4. What strategies did you use to communicate the developed change management

initiatives to mitigate resistance from employees?

5. What were the key challenges, obstacles, or barriers, if any, that you
encountered in developing successful strategies to implement change management

initiatives?

6. How did you address any key challenges, obstacles, or barriers you faced in

developing successful change management strategies?

7. What other information would you like to offer that we have not already
covered regarding successful strategies your organization developed and implemented to

drive change management for improving organizational performance?

Conceptual Framework
The conceptual framework for my study was Lewin's change theory, which was
introduced in 1951. Leaders and employees need to collaborate to facilitate the
implementation of change management strategies to foster organizational success. Lewin
(1945) said contemporary society requires a deeper understanding and effective approach
in exploring change management. Lewin (1946) said the change theory included a three-

phase process: (a) unfreezing, (b) change, and (c) refreezing.



The first stage is unfreezing of the current practices and norms. The second
change phase is moving, which is where the change materializes. The third phase is
freezing (more frequently classified as refreezing), where the new standard is perpetuated
throughout the organization (Desmond & Wilson, 2018). The change theory is used to
revise policies for the successful implementation and execution of change management
initiatives (Brock et al., 2019). Successful change management leaders employ a
collaborative process and use performance measures that support change initiatives
(Rosenbaum et al., 2018). Lewin's change theory, therefore, was the applicable
conceptual framework for my study because it facilitates identifying and exploring
successful strategies participating leaders employed to drive change management

initiatives for improving organizational performance.

Operational Definitions
| used the following operational definitions to assist in understanding keywords |

used throughout the study.

Change initiatives: Process of improving an organization's structure, direction,

and operations to fulfill external and internal standards (Islam et al., 2021).

Organizational change: How organization leaders alter significant proccesses in

order to transition to operational excellence (Espedal, 2016).

Resistance to change: Fear of the unknown and risk factors associated with the

change management process (Niculescu & Voicu, 2018).



Assumptions, Limitations, and Delimitations
Assumptions
Assumptions in research are researchers' expectations that are presumed to be
accurate and acceptable, without substantial evidence to validate. For my study, | made
two assumptions. | assumed that interview candidates who were experienced business
leaders and have successfully implemented change management initiatives, provided
honest and accurate responses to interview questions. | also assumed interview questions

could substantiate enough data to answer the research question.

Limitations

Limitations are components of the study that are out of the researchers' control,
possibly influencing the study's findings. Greener (2018) said limitations are potential
weaknesses in research that could impede the study's validity. Consequently, researchers
must clarify strategies or intentions to address limitations to alleviate any adverse impact
on the study (Cox et al., 2019). The first limitation involved accessing business leaders to
agree to interview dates and times. The second limitation involved generalizing and
transferring findings to other organizations such as nonprofit organizations. The sample

size could be a possible limitation in terms of attaining data saturation.

Delimitations
The researcher defines delimitations in a study. Delimitations are limits

established for research (Morgado et al., 2017). | collected data exclusively from business



leaders from St. Lucia who successfully implemented and managed change management
initiatives. Sample populations should include a broad range of organizational leaders to
avoid a limited population (Theofanidis & Fountouki, 2018). | used the case study
research design to gather data from this population of senior business leaders. When a
researcher restricts the geographic region to a single area, the generalizability of the
results is limited (Yin, 2018). | selected St. Lucia as the geographical location for my

study.

Significance of the Study

Business leaders could discover successful change strategies to achieve
operational excellence. Implementation of change management strategies should enhance
the propensity for organizations to remain successful. Findings from this study could
stimulate business leaders, human resources managers, managers, and supervisors to
reassess their organizations' change management policies. Results and recommendations
from this study could assist business leaders with formulating and adopting alternative
strategies and processes for implementing change and thus improving organizational
performance for achieving and sustaining success. My study's findings could add value
by identifying a practical model to improve management practices and enhance business
knowledge and employee readiness to change. Such practices could lead to business
success, which could foster more positive work environments and benefit local

communities through increased employment.
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Contribution to Business Practice

Findings from this study could be useful in business practice as a lens to view
change management strategies and the implementation process to ensure organization
success. Teece (2018) said business leaders should enhance or adapt to change
management strategies. This study's findings could improve change implementation
success rates within organizations and support business leaders by enabling them to
create and implement strategies to achieve and sustain key business process

improvements for driving their organizations' success.

Implications for Social Change

Study results may contribute to positive social change because business leaders
may be adequately equipped to improve and manage successful change management
initiatives to sustain organizational success. According to Karadag (2018), local
communities are also impacted when businesses are successful by fostering a climate that
encourages socioeconomic benefits, sustainability, and growth. When organizations are
thriving, leaders may support their community members by providing stable incomes
through job creation with derivative tax revenues. Hence, employees and citizens could

be better positioned to support their families and communities through these efforts.

A Review of the Professional and Academic Literature
The purpose of this qualitative multiple case study was to explore strategies that

some business leaders use to successfully implement change management initiatives for
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improving organizational performance. The target population for this study consisted of
four business leaders from four organizations in St. Lucia, Caribbean with at least 5 years
of experience in leadership who have successfully implemented organizational change
management initiatives. In the literature review, | incorporated Lewin's theory of change
as the framework to analyze strategies influencing change management techniques.
Evaluating academic literature will lead to knowledge and insights involving the process
researchers use to analyze the significance of organizational changes, the impact of
leadership roles on employee performance, and strategies that are developed to mitigate
resistance to change. Search terms were: change management, change initiatives,
resistance to change, innovation, organizational development, and transformation. for
my study. | used the following online databases: ProQuest Central, Business Source
Complete, Emerald Management Journals, SAGE Journals, and Academic Search
Premier via the Walden University Library. Google Scholar was also used in addition to
government databases such as the St. Lucia Bureau of Statistics and information service.
| reviewed literature on change management strategies and leadership. Articles related to
my research will reflect in the literature review. The literature review consists of 137
sources. References met the 85% prerequisite for published peer-reviewed references
within 5 years of the study's completion date, with 85% peer-reviewed articles that were

published between 2017 and 2021.
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Relevant Theory

In research, the purpose of a conceptual framework is to ground an investigation.
Using a theoretical model can increase success during the organizational change process
(Galli, 2018). Lewin was one of the founders of change management. For my study, |
applied Lewin's theory of change to analyze successful strategies business leaders can
implement to drive change management initiatives for improving organizational

performance.

Lewin's Theory of Change

Lewin's change theory comprises of three critical stages. The first involves
unfreezing current practices and standards; the second stage is the moving stage, during
which change occurs (Desmond & Wilson, 2018). The third stage is the freezing or
refreezing, during which new standards materialize within the organizations (Cummings
et al., 2018). For organizations to implement change management strategies successfully,
leaders must freeze current operational methods and incorporate new changes while

creating paradigm shifts involving organizational functionality.

Throughout the unfreezing phase, business leaders should adapt to the change
process. Leadership plays a critical role when transitioning their teams to the moving
phase by reassuring employees of the change process' benefits and significance

(Rosenbaum et al., 2018). The actual transition begins during the moving phase process.
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Leaders should thoroughly investigate potential strategies when determining
whether outcomes could be successful. Change management has three elements: the
vision to identify the change project, the method or strategy to achieve the objective, and
the will to align employees to the vision (Lewin, 1946). Leaders should create measures
for accomplishment during implementation phases that facilitate effective results (Lewin,
1946). Researchers continue to rely on Lewin's theory of change as the conceptual lens to

develop and manage change initiatives.

Successful factors leading to practical implementation should guide change
management strategies. Leaders continue to apply Lewin's theory of change throughout
the organizational change process (Burnes & Bargal, 2017). Principles of Lewin's theory
of change assists in developing and sustaining change initiatives (Endrejat et al., 2017).
Leaders who understand the need for organizational change, manage the change

initiatives more effectively.

Researchers use Lewin's theory of change conceptual framework to guide the
change process. Lewin's three-step requires proper planning and alignment with the
change project (Rosenbaum et al., 2018). The initial change process begins with the need
for change, which is critical for organizational success and sustainability (Cummings et

al.,2018). Lewin's theory of change was the appropriate framework for my study.

Lewin's theory could help leaders with the change process when developing and

sustaining change management initiatives. During the first phase of Lewin's theory,
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leaders develop change management initiatives, convey plans, and commence
implementation courses (Rosenbaum et al., 2018). During the second phase, leaders
involve employees to reinforce changes and create a new culture (Galli, 2018). During
the third phase, employees must accept the change process to foster a new approach and
smooth transitions while leaders continue working with employees to ensure the process
is thoroughly understood and a new status quo is established (Lewin, 1974). Leaders

reward employees for operating within these new routines.

Alternative Theories

McKinsey 7S Model

McKinsey 7S model refers to the strategy, structure, systems, shared values, style,
staff, and skills that are valuable to evaluate organizational effectiveness. However, the
model did not support my research question to explore successful strategies business
leaders implement to drive change management initiatives. The 7S model enables
organizational change and facilitates leaders in terms of focusing on skills and employee
participation (Park et al., 2021). Business leaders must be critical in developing and
sustaining effective change strategies. The framework involves incorporating directives
to identify how every aspect of the organization might change while facilitating
implementation processes (Shagrah, 2018). A crucial disadvantage of the McKinsey 7S
model is the time frame for leaders to successfully incorporate and complete all

implementation phases (Galli, 2018). An additional disadvantage is that the model
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involves primarily skill development instead of employee performance. Leaders need to
understand principles of change and create skillsets to adapt to parameters and tailor them

specifically for organizations.

Transformational Leadership Theory

The transformational leadership theory was a potential conceptual framework for
my study; however, | did not select the framework. Burns initially introduced the
transformational leadership framework. Transformational leaders possess the ability and
vision to correspond with followers in a noncoercive manner to attain specific objectives
(Burns, 1978). The transformational leadership theory does not involve direct business

leaders in developing strategies to sustain change management initiatives.

. Transformational leadership involves the concept of laissez-faire, whereby
leaders may avoid responsibilities and decision-making (Yue et al., 2019). The
transformational leader is a visionary with a sense of purpose and can influence respect,
foster pride, and instill trust in followers (Alrowwad et al., 2017). Leadership influence

on employees was not a topic in this study.

Transformational leadership is not suitable for career-oriented individuals who are
knowledge-based and resourceful because its primary purpose is short-term. This style
impedes change in organizations that provide for long-term employment because it does
not contain guidelines to help business executives develop strategies for

managing change initiatives (Yue et al., 2019). This management style is active and
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passive, and the factors of reward and coercive power encourage performance to lead
change (Yue et al., 2019). | did not choose the transformational theory because |
identified successful change management strategies that business leaders can implement

and did not focus on leaders' capabilities or personal attributes.

General Systems Theory

A conceptual theory I considered but did not use was the general systems theory
(GST). The GST originated from pre-Socratic theorists and was developed through
various philosophical systems and formally established in 1925. The fundamental
concept of the GST is that the whole is greater than the sum of its parts, leading to
increased challenges in developing and sustaining change initiatives (von Bertalanffy,

1972).

Developing change management initiatives requires organizational leaders to
integrate employees' support of the change initiative to reinforce strategies. Seggewiss et
al. (2019) said that when change occurs in one part of the system, it affects the entire
system. The GST was not a suitable conceptual framework to guide the research into
strategies that business leaders could employ to successfully implement change

management initiatives to improve organizational performance.

The GST is a change theory that highlights the interdependence of aspects, the

integration of elements, and the results emerging from their interactions but does not
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provide any practical procedures or recommendations for achieving change (Teece,
2018). Another reason I did not choose GST as the conceptual lens was because GST did
not give a framework for developing and managing change projects.

Organizational Survival and Change

Strategies that leaders implement for sustaining change management initiatives
impact organizational success. Organizational transformation attempts are usually
unsuccessful, with recorded failure rates of 70% (Gigliotti et al., 2019). The approximate
percentage of unsuccessful change management initiatives impacts organizational
survival (Beer, 2018). Organizational leaders should carefully develop and manage
change strategies for successful implementation and survivability.

The first phase of Lewin's change theory involves determining the need for
change. Organizational success is a critical reason for leaders to develop change
management initiatives (Beer, 2018). Leaders need to instill new mindsets, toolsets, and
skillsets to effectively implement and lead organizational change (Hansen & Pihl-
Thingvad, 2019). Leaders should analyze and establish criteria for organizational success
before the onset of change.

Both leaders' and employees' efforts are critical in terms of ensuring successful
implementation of change management initiatives. For successfully implementing
strategies, leaders and employees need to align their visions with strategic goals and
operational purposes (Moorman et al., 2018). Other potential change strategies should be

evaluated and considered to mitigate possible negative consequences of failed



18

implementation (Selzer & Foley, 2018). Organizational leaders may possess the essential
training and experiences, but they may lack the skill sets to successfully drive and
implement change management initiatives.

There are several crucial features of organizational change. Urgency, shared
vision, and communication facilitate successful change initiatives (Royce, 2018).
Organizational leaders are not always aware of adverse consequences of change
management initiatives (McGahan, 2019). Insights into change leadership approaches are

paramount for business leaders to benefit from this leadership experience.

Lewin's theory of change provides the rationale for planned organizational
changes to transition the organization to the desired outcome. The change's purpose needs
to be justified (Lewin, 1951). Providing awareness of distinct change processes can assist
leaders in terms of successfully developing and managing the change initiatives (Selzer &

Foley, 2018). Lack of strategic planning may lead to organizational failure.

Organizational change can negatively impact communities, sectors, and overall
organizational success. Changes should involve strategic planning, employee support,
and communication (Page & Schoder, 2019). Lewin's theory of change helps leaders to
comprehend the necessity for change, convey the vision, and reevaluate existing
structures to enhance organizational survival. Organizational change initiatives require

alignment with the organization's overall goals and objectives.
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Leaders must include employee support and participation during the development
of change management initiatives for successful implementation and survival. When an
organization can generate wealth through innovation, expand its market share, and retain
profitability through adversity, the organizational survival rate increases (Page &
Schoder, 2019). Leaders face survival anxiety during change implementation while
ensuring businesses do not struggle to survive (Haneda & Ito, 2018). Organizational

survival is a common theme within the global economy.

Adapting to new change strategies impacts all principal elements within an
organization. All employees must abide by specific objectives such as assigned projects
to ensure survival (Lynch & Mors, 2019). The implications of ineffective change
management have tangible and financial impacts on the organization (Pereira et al.,
2019). Leaders use strategic planning to mitigate the risk of implementation and curtail

resistance to change.

Tools for Identifying and Implementing Change

Workplaces are evolving from traditional career paths toward constant change,
leaner processes, dynamic positions, and increased desires for job fulfillment. For
organizations to remain viable in this new economy, new sets of skills and tools are
required. Leaders use integrated approaches to implementing change projects throughout
organizations (Lee et al., 2018). Notably, when leaders manage change correctly, it

results in successful implementation.
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Six Sigma, Lean, and Lean Six Sigma are all methodologies leaders can use to
identify and implement change initiatives. Additionally, leaders who employ these tools
can identify opportunities for change initiatives by enhancing the quality or eliminating
inefficiencies (Hope, 2018). Each of these methodologies may impact the success or

failure of the change initiative.

Lean

Lean is a business methodology and innovative approach that focuses on
eliminating waste and optimizing operational performance. In the 1990s, the Toyota
Production Company initiated the Lean methodology (Joseph Galli, 2018). Lean
methodology increases productivity and customer satisfaction (Muraliraj et al., 2018).
Though developed in a manufacturing environment, the lean methodology applies to all

industries.

Lean eliminates waste and establishes a smooth flow by continuously improving
operations, performance, and productivity though it may not enhance quality. Leaders
committed to continuous improvement frequently integrate Lean and Six Sigma into their
quality management system (Fletcher, 2018). Organizations can maximize output by
combining the two methods (Joseph Galli, 2018). Six Sigma employs statistical
techniques to minimize process variability, while Lean and Six Sigma collaboratively aid

organizations in achieving operational effectiveness.
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Six Sigma

Six Sigma is a quality improvement management technique used to optimize
process efficiencies. Business leaders use six Sigma to gather data to improve practices
and processes and reduce production defects (Phruksaphanrat, 2019). The 5-phase
process framework for Six Sigma implementation are define, measure, analyze, improve,
and control the new procedure (DMAIC) (Sreedharan & Sunder, 2018). Business leaders
employ DMAIC to establish structure and control and leverage subject matter expertise

that requires degrees of training to stimulate and extend constant enhancement efforts.

Top-level commitment is required to implement Six Sigma throughout
organizations. Additionally, this framework incorporates top management commitment,
stakeholder engagement, and training and measurement Gandhi et al. (2019). Six Sigma
improvement concept is a root cause analysis that organizational leaders can use to
identify areas requiring urgent attention (Sreedharan & Sunder, 2018). The concept is
beneficial for organizations of any size to increase the quality and efficiency of their

operations.

Lean Six Sigma

While lean and Six Sigma are defined differently, leaders frequently combine the
two concepts or substitute one for the other (Antony & Gupta, 2019). Utilizing Lean Six
Sigma has benefited organizations by reducing waste, maximizing efficiency, and

increasing their economic value due to productivity, quality, and flexibility as the primary
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indicators of performance (Muraliraj et al., 2018). Although Lean Six Sigma was
developed originally for manufacturing, it can be effective in any organization seeking to

improve its operations and performance.

By implementing Lean Six Sigma, organizational leaders can identify
opportunities for future change initiatives by enhancing the quality or eliminating
inefficiencies. Using Lean Six Sigma can help organizational leaders save money and
maintain a standardized process by continuously improving quality (Baruch et al., 2021).
Business leaders use the combined Lean Six Sigma methodology to maximize cost
savings by mitigating expenditures, continually improving processes, and reducing
defects (Muraliraj et al., 2018). Exploring the benefits of lean Six Sigma methodologies

can aid in the potential adaption of Lean Six Sigma for organizational sustainability

Change Effects on Employees

Employees' refusal to accept the organization's vision is a primary factor in
unsuccessful change initiatives. Failed change initiatives can affect the employee for an
extended period (Sinnicks, 2018). Transparency and communication between
management and employees are critical during the initial stages of the change process
(Febriani & Yancey, 2019). Employees are more likely to accept change when they

contribute to the initiative.

Employee involvement at an early stage of change initiatives can prove beneficial.

Business leaders should create opportunities for the employee to be knowledgeable about
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the intended outcome of the change initiative (Pereira et al., 2019). When the
organizational culture is more accepting to change, the likelihood of change
implementation success increases (Lynch & Mors, 2019). Culture developed through

communication and employee participation significantly impacts employee productivity.
Cycle of Change

Craine's cycle of change describes the emotions experienced by employees during
times of change. It is difficult to avoid these reactions, as they are natural, and emotions
are an inescapable part of life (Kumar, 2020). Organizational leaders can effectively
manage the change process by understanding employees' emotional thought processes
and resistance to change. Craine (2007) compared the emotions of employees confronted
with change to someone mourning the loss of a loved one and claimed that the more one
understands the grieving process, the better equipped to mitigate some of the adverse

effects of emotional repercussions.

Comfort Zone

The comfort zone refers to the stage when employees are content with the regular
functions of the organization before the change implementation stage. Employees feel
comfortable and settle within the work environment (Berraies & EIl Abidine, 2019).
Employees' comfort becomes disrupted by implementing new changes within the work
environment (Doroshuk, 2019). When confronted with change, such as new processes or

a new standard of work, employees may lose trust and feel powerless in their workplace;
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Some employees would choose to remain within their comfort zone rather than confront

and accept change.

No Zone

The most frequent response among people confronted with change is "no"

(McGahan, 2019). Employees also go through the following stages of the "no" zone:

Employees are usually in shock when they learn about the change; they become
psychologically paralyzed, which has an immediate impact on their performance (Martin
et al., 2018). At this point, organizational leaders should engage employees in

understanding their concerns, reasons, and reactions.

Employees who are usually resistant to the change are usually in denial and may not
believe they can benefit from it (Cinite & Duxbury, 2018). Employees who lack trust in

the change implementation could lose interest in the organization.

Employees often reveal anger when they are not in favor of the change and cannot deny
it, which leads to employees becoming frustrated and angry (Vodonick, 2018). Due to the
unpredictable nature of individuals, leaders may not easily manage anger. The most
effective method that leaders can use when dealing with an angry employee is

demonstrating compassion to understand the source of the anger.

Employees can succumb to resentment, frustration, and sabotage when forced out of their

comfort zone (loannou et al., 2017). Employees may resent their leaders for supporting
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and implementing the change process. Employees may become uncooperative as a means

of retaliation.

The no region is a highly emotional zone that leaders sometimes struggle to
manage (Vito & Sethi, 2020). Organizational leaders must convey the intention of the

change process and the implication for both employees and the organization.

Chasm

Leaders may facilitate the transition by enlightening employees about the benefits
of their new roles in accommodating the change. The most frequent inquiries of
employees are how they fit in and how they can maximize an opportunity (Haneda & lIto,
2018). Employees are usually concerned about their place in the organization and how
their current position would be impacted (McGahan, 2019). Employees must understand
how the change initiative could support the organization's vision and embrace the

transition to evolve and learn.

Factors Affecting Organizational Change

Leaders must consider the different components of systemic transformation to
achieve change within the organization. Change may become essential because
competition threatens environmental factors and organizational survival (Seggewiss et
al., 2019). From a business standpoint, organizational change has resulted in an uptick in
absenteeism and employee intentions to resign while reducing competitiveness and

productivity (Ybema et al., 2019). Recognizing an organization's culture requires



26

understanding the environmental context, particularly the organization's turbulence,

dynamics, or instability.

Stress has also caused organizational leaders and employees to view change
negatively. Conversely, a leader's ability to adapt to change promptly is critical to
organizational performance and operations (Sinnicks, 2018). Numerous variables
influence organizational change, such as conflict, communication, culture, and diversity
(Ybema et al., 2019). Leaders can successfully resolve challenges and gain corporate

efficiency to implement organizational change by being aware of strategies.

Resistance to Change

Resistance to change can be the most significant challenge management confronts
during the change implementation process. Leaders must remain mindful that resistance
to change is common for employees to communicate their disapproval of the change
process (Amarantou et al., 2018). While employees become infuriated during the change
process, employees appreciate when they are actively involved in decision-making,
which affects their job (Kerber & Buono, 2018). Resistance to change stems from a lack

of agreement between employees and leadership regarding accomplishing the end goal.

When there is a potential threat to employees' livelihood, they might become
fearful and resist change. Leaders should practice due diligence in developing and

managing change initiatives to benefit employees (Amarantou et al., 2018). Employees
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must anticipate change (Lewin, 1951). Leaders must devise strategies to alleviate the risk

of resistance to change.

Leaders must delve into the circumstances that contribute to change resistance.
Leaders must facilitate various activities to sensitize their teams and ensure the successful
implementation of change initiatives (Galli, 2018). Encouragement of innovative thinking
at all levels of the organization fosters a favorable attitude toward change (Rubin &
Abramson, 2018). The absence of leadership preparation for change may result in

resistance to change and eventually failed change initiatives.

When developing and managing change initiatives, leaders may encounter
resistance to change. Leaders should possess the skills to mitigate resistance to change
(Cinite & Duxbury, 2018). When implementing change initiatives, leaders should
consider what-if scenarios to understand the potential impact on culture and structure
(Lee, 2019). Structure and culture play a significant role in organizational change and

resistance processes.

Creating structure within organizations is the visible artifact of a culture in which
change can thrive. Specific organizational structures may face impending difficulties that
cause employees to resist change (Kerber & Buono, 2018). Leaders must take different
approaches to manage change and introduce new least complementary routines to those
helpful in dealing with the 'steady state' of change (Villaluz & Hechanova, 2019).

Leaders often face the challenges of organizing and defining change initiative tasks.
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When there is a fundamental change in how the teams must operate, it may be
necessary to accommodate employees' values and preferences. Employee resistance to
change could create a barrier within the organization (Betancourt et al., 2017). According
to Page and Schoder (2019), leaders can successfully address the barriers through
organizational change management strategies. Some employees oppose the change, but

leaders can successfully implement change management initiatives.

Lewin's model of change's second stage aimed to diffuse resistance to change.
According to Lewin (1951), one of the critical roles of unfreezing is facilitating
employees' readiness to accept and adopt the change initiatives. Resistance to change can
result from ignoring employees' concerns (Cinite & Duxbury, 2018). Employees need to

be able to see that change is realistically obtainable.

Business leaders must understand the appropriate strategies for implementing and
sustaining change successfully. Leaders face significant challenges in implementing
sound strategies for organizational improvement (Grace, 2018). Employees' perceptions
of the organization can impact responses to change (Kirrane et al., 2017). When
employees know about the organizational change process and their opinions are

considered, they are more likely to adopt the change process.

Due to the complexity of change, developing and managing change initiatives is
challenging. Leaders must effectively communicate the rationale for the change initiative

and align the change with organizational success (Villaluz & Hechanova, 2019). Lewin
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(1951) noted that there were forces that either drove or restrained change within an
organization and that change is less likely to occur when the restraining force surpasses
the driving force. In the second phase of change, leaders emphasize the critical need for

change initiatives.

The change process could be stressful for both leaders and employees. Leaders
require a sense of connection to the change and control to participate in the change
process (Betty, 2017). When individuals transition from the known comfort zone - to the
unknown, they struggle to cope with the uncertainty (Chinyerem et al., 2018). Sustainable

change occurs when leaders view themselves as authors of change rather than targets.

The problems of change sometimes appear overwhelming. Some leaders have a
conventional perspective that changing the person's psychological nature creates the
problem (Shimoni, 2017). The effectiveness and perspective of the individual leading the
change process and not the stakeholder's perspective impact the employee resistance to
change (Vos & Rupert, 2018). Change leadership must consider the ability and readiness
of the organization's leader's willingness to change; therefore, leading change will almost

certainly include overcoming resistance.

Resistance to change is a natural response to the fear of the unknown. During the
change process, the critical tasks of leaders are to anticipate and overcome resistance to
change (Cinite & Duxbury, 2018). Leaders' experience and knowledge of the change

methods influenced the change efforts and initiatives (Vos & Rupert, 2018). The
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initiatives can assist other leaders in recognizing which aspects of the change need to be

implemented.

Knowing leaders' successful strategies to mitigate resistance to change could
prove beneficial. Leaders should understand why employees resist a change to ensure the
implementation process's effectiveness and overcome employee resistance (Shimoni,
2017). Obstacles, inefficient use of organizational resources, and institutional failure
resulted from resistance to change (Jayatilleke & Lai, 2018). Reducing or overcoming

resistance to change depends on identifying the sources of resistance.

Leaders have various options for managing resistance. One way to manage
change is to address the challenges of maintaining a balance (Vodonick, 2018).
According to Jayatilleke and Lai (2018), an organization is a balance of forces
constructed and refined over time; thus, any significant change will eventually disrupt this
balance and, therefore, almost certainly encounter resistance. The consequences of
unmanaged or poorly controlled organizational change strategies could increase

employee resistance.

A critical change in an organization's environment, strategy, incremental
adjustment, structure, process, and individuals could create resistance often associated
with negativity. Oreg et al. (2018) argued that while resistance could negatively impact
aspects of an organization, such as success, performance, and nonroutine duties, it can

positively impact regular and predictable tasks. Despite several possible causes of
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unsuccessful change within organizations, resistance to change is a significant
contributing factor (Grimaldi, 2020). During unsuccessful change attempts, managers

frequently observed negativity associated with employee resistance to change.

Employee resistance to change forces could also derive from positive factors.
Most research on resistance to change has concentrated on the negative aspects of change
results and failed implementation (Oreg et al., 2018). Leaders should evaluate and
readjust change initiatives through change resistance (Amarantou et al., 2018). Leaders
should consider change recipients' experiences and knowledge about the change process

and use their insights or objections to implement a change initiative.

Leaders can gain valuable input from change recipients when designing and
managing change initiatives. Snyder (2017) investigated how leaders responded to staff
concerns about a change initiative at educational institutions that transformed best
practices to prescribe transition to higher learning. Despite workforce challenges and
questions about the reasoning for the change, Snyder (2017) argued that the educational
reform was successfully introduced and implemented with continuing cooperation with

staff to ensure efficacy.

In the end, the introduced change initiative improved learning ability. Most staff
members were pleased with the initiative, and there was no adverse effect on education
standards. Lewin (1951) asserted that the second stage of the process necessitated change

leaders overcoming change resistance. When leaders know the root causes of employee
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resistance, they successfully introduce and manage the change implementation process
(Oreg et al., 2018). Leaders can initiate the change slowly and methodically in the

organization.

Lewin's theory of change included factors for participants who could resist the
change process. Resistance to change can stem from (a) skepticism about management's
ability to introduce change; (b) skepticism about the timing and approaches; (c)
skepticism about the effectiveness of the chosen methods, (d) uncertainties; and (e)
concern of job loss, authority, and power (Vodonick, 2018). While each implementation
IS unique to every organization, Amarantou et al. (2018) discovered that a leader's
interaction with employees could influence the change process. A leader's approach and

power play an integral role in the change process.

Employees and leaders do not always respond negatively to change processes.
While some employees and leaders resist change, most are not (Snyder, 2017). Some
participants are optimistic about the organizational change efforts and actively embrace
the reform process (Oreg et al., 2018). The organization's culture has a strong effect on
the change process. Some participants are open to change and view it as essential for the

organization's survival.

When embarking on a change initiative, resistance to change is almost
unavoidable. A change initiative should be planned with an internal communication

approach to secure, establish, and implement the change (Hansen & Pihl-Thingvad,
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2019). Additionally, leaders should conduct their internal assessment and interviews with
employees resistant to change to understand the rationale for mitigating employee
resistance (Seggewiss et al., 2019). An objective of an internal communications strategy

is to engage employees before the implementation process.

Employees are the most valuable resource within an organization, but they are
also the most frequently overlooked. With employees' active participation in
implementing change initiatives, there is a greater chance of success and less resistance
(Pereira et al., 2019). Business leaders can devise strategies to reduce resistance to
change and accelerate organizational change initiatives (Amarantou et al., 2018). Leaders
should ensure constant communication with employees to enlighten them on the

implications and implementations of the change initiatives

Conflict

When teams collaborate, tension can occur, requiring influential leaders to be
knowledgeable and trained in conflict management skills. Leaders are responsible for
instilling conflict management doctrines (Selzer & Foley, 2018). Organizational leaders
with a higher degree of emotional intelligence improve relationships between leaders and
subordinates, increase job performance, and settle disputes (Pereira et al., 2019). When

disagreements emerge, employees refer to the leaders to assist in resolving the matter.

Several methods for mitigating or reducing team conflict can benefit

organizational change implementation. Leaders can aid in dispute resolution by
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supporting, reducing tension, and encouraging employees to respect each other's
perspectives (McGahan, 2019). Employees’ mindfulness and a collaborative employee
perspective will help mitigate tension and guard against harmful interpersonal
mechanisms (Suifan et al., 2018). Without the rigorous application of mindfulness

strategies, the employees can be unproductive.

Avoidance is an effective strategy for resolving conflict and could benefit both
employees and organizational leaders. Tamunomiebi and Akpan (2021) argued that
avoidance could trigger and increase the severity of conflicts, creating job-related
stressors. With excellent solutions available, organizational leaders must consider the
most effective strategy (Selzer & Foley, 2018). The positive outcome among the teams

may foster innovative insights, develop unique ideas, and prevent rash judgments.

Though conflict has a negative connotation, some aspects of conflict can also be
positive. In an organization, task conflict occurs when two or more individuals disagree
on the appropriate technique for accomplishing a task (Haneda & Ito, 2018). Task

conflict is a reasonable projection of team performance (Jena et al., 2018).

It is critical for organizational leaders to promptly identify and solve internal and external

team disputes to improve process development and performance.

Leadership and Subordinate Buy-in

Buy-in is an essential element of organizational change. Organization

enhancements and change initiatives are often unsuccessful because of a lack of buy-in
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(Zeiss & Chapman, 2020). Buy-in by leaders and subordinates is critical during the
change initiating stage (Betancourt et al., 2017). Obtaining leadership buy-in will have a

significant impact on organizational change implementation.

An organization's culture could change by establishing relationships with its
employees and advocating for reform. Researchers also examined methods for assisting
employees in securing leadership buy-in. For instance, Betancourt et al. (2017) observed
that employees must ensure leadership approval and justify the change. Organizational
leaders must ensure their employees are committed to the buy-in process due to
organizational culture and change challenges (Zeiss & Chapman, 2020). The overarching
trend for securing leadership buy-in is to have substantial reasons for obtaining and

identifying an executive to support the change initiative.

Employees' buy-in strategies are distinct from leadership buy-in strategies.
Successful change management is challenging; thus, employees expect organizational
leaders to inform their teams of the change implementation (Betancourt et al., 2017).
Employees actively involved in the preparation and implementation process are more
inclined to buy into the change (Russell et al., 2018). Employee interest in organizational
development increase buy-in for successful change implementation and its long-term

viability.

Organizational leaders facilitate buy-in by establishing joint ownership and

decision-making. Employees can improve buy-in by fostering mutual trust and allocating
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sufficient time to ensure project completion and success (Betancourt et al., 2017).
Employees discovered that improved communication and training could enable them to
address concerns within the organization without acting defensively, improving loyalty
and buy-in (Zeiss & Chapman, 2020). Organizational leaders could gain employee buy-in
by fostering a culture of trust through employee active involvement in the change

implementation process.

Ineffective Communication

When change initiatives are unsuccessful, ineffective communication from
leadership is often the root cause. Effective communication has become critical in
mitigating challenges among team members (Botez, 2018). Communication and
collaboration are critical to the change initiative process. (Muthusamy, 2019). Ineffective
communication between business leaders and employees may lead to poor performance

and decrease overall productivity.

The lack of communication can impair a leader's capacity to implement
organizational changes. Poor communication between leaders and -subordinates may
harm the team and negatively impact the organization's well-being (Engelberg &
Gouzoules, 2019). Communication aids in mobilizing effective change initiatives within
organizations (Botez, 2018). Organizational leaders should cultivate a culture that values

effective communication to improve change processes and implementation.
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Cultural Environment

A productive working climate is one of the contributing variables to
implementing change. Successful change occurs when leaders accomplish the
implementation goal (Selzer & Foley, 2018). Leaders must incorporate the critical
elements responsible for effective organizational changes: awareness, understanding,
determination, and support (Lynch & Mors, 2019). Without a clear understanding of

change, uncertainty and cultural constraints can arise in the work environment.

Organizational leaders should be open about the change initiative intentions in the
workplace to promote successful implementation. Leaders who did not witness systemic
transition have doubts about their workforce or consider that they cannot carry out the
strategy for the implementation phase (Haneda & Ito, 2018). Managing challenges begins
with increasing communication requirements between organizational leaders and
employees (McGahan, 2019). Business leaders should enforce open communication in

the workplace.

When employees understand and agree to the change process's requirements,
organizational leaders are more likely to implement change successfully. Leaders must
delve into the organization's operations to ensure no unresolved matters exist among
stakeholders and employees (Villaluz & Hechanova, 2019). Leaders should be proactive

when incorporating awareness into all aspects of organizational change (McGahan,
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2019). When creating a positive cultural environment, organizational leaders must

understand how to withstand competition and be adaptable to change.

When leaders provide employees with a detailed guide to the transition,
employees adjust to the work culture through active participation and modifications.
Leaders should also train employees about the ever-changing global economic landscape
and appreciate the benefits of technological system changes (Makikangas et al., 2019).
Possessing only facts about the transformation process is insufficient; employees need
confidence that the implementation will manifest effectively (McGahan, 2019). Adapting

to change strategies can lead to a positive organizational culture and social change.

When facilitating organizational transformation, employees often express the
perception of not mastering the method. Leaders must consider cultural preferences and
diversity when developing reform programs (Lee, 2019). Leaders must support the
change strategies attempts and conduct strategic reviews of organizational change
structures (Feitosa et al., 2018). Leaders could incorporate strategies that support the
organization's objectives, purpose, and mission and promote a culture-building structure

within the workforce that can encourage the desired change cultural environment.

Establishing a Change Culture
Cultural diversity and organizational culture may influence organizational change.
Cultural diversification significantly impacts firms' strategic decisions and organizational

performance (Selzer & Foley, 2018). Business leaders must be cognizant of the present
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organization's cultural dynamics and the new cultural concept that transformation may
create (Lynch & Mors, 2019). Maintaining and building a culture of focused creativity

within the organization is essential.

Business leaders must trust the success of change efforts. Change management
initiatives should be consistent with the organization's culture (Zeiss & Chapman, 2020).
According to Lewin (1951), when organizations adopt change practices, successful
implementation takes place. Leaders must incorporate the organization's contextual

strengths, weaknesses, and talents to establish change initiatives.

Organizational culture occurs when leaders understand the transformability of the
organization's culture. When creating organizational change, the ability to learn and build
a new culture could be challenging (Vraga & Jacobsen, 2020). Change management
leaders experience numerous obstacles when creating a changing culture, including failed
strategies, insufficient planning, employee training, and inappropriate organizational
culture (Haneda & Ito, 2018). Leaders must be transparent with employees about the

change processes to enable influential change culture.

A change initiative is successful when the new culture becomes ingrained in the
organization. Establishing a new culture as part of an organizational change is a critical
change management method (Lewin, 1951). Business leaders leverage existing cultures
to establish a new paradigm (Febriani & Yancey, 2019). Cultural change efforts and

formative assessments are positive steps in determining organizational culture.
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Leaders must consider the organization's culture when developing and managing
change initiatives. Within an organization, culture change strategies should include
establishing objectives, ongoing monitoring, mapping the culture change process, and
leadership cooperation (Asadi, 2019). Leaders should implement cross-cultural and
change management initiatives to foster and sustain organizational collaboration
(Winning, 2020). The leader assigned to the change implementation process must ensure

that strategic objectives and new cultures coexist harmoniously.

A change leader's understanding of the governing approaches and practices for
cultural alignment within an organization is beneficial. To change the culture and foster
long-term cultural change, leaders must ensure that their vision is transparent within the
organization (Asadi, 2019). Leaders must enforce incremental changes within a strategy
for a comprehensive change initiative (Villaluz & Hechanova, 2019). Through
continuous assessment and collaborative relationships, leaders can promote employee

engagement and implement a changing culture.

Throughout the change process, some employees will demonstrate resistance to
the new change. According to Lewin (1947), a new culture is developed during the
second phase of the change process. A change management approach can either obstruct
or facilitate the successful implementation of change (Black & La Venture, 2018). By

establishing new routines and standards, leaders can influence organizational culture.
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The behavioral standards of employees can affect the relationships within the
organization. To ensure the effectiveness of organizational change initiatives, leaders
may choose to assist employees in aligning their behaviors with performance evaluations
(Derfler-Rozin et al., 2018). Unsupportive employees have the potential to alter the
cultural fabric of the organization (Shimoni, 2017). By involving employees in the

change implementation process, leaders can safeguard the organization's culture.

Leaders understand that change initiatives are developed and implemented
following the cultural dynamics of the organization. An employee’s unethical behavior
can have a detrimental effect on the organization (Derfler-Rozin et al., 2018). According
to Lewin (1947), refreezing is critical for establishing the new paradigm and preventing
employees from reverting to their unethical behaviors. When establishing organizational

culture, leaders can strategize the change using Lewin's guiding principles.

Business leaders must employ two critical strategies: mastering the art of change
and honing their ability to govern change. All aspects of change, including initiating
change, interacting with, and communicating with employees and stakeholders, and
establishing a culture, are based on the accountability of leaders (Haneda & Ito, 2018).
Lewin (1951) noted the critical importance of involving employees in problem-solving
discussions and involving change agents in the process. To ensure successful

implementation, leaders must involve employees in the transformation process.
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To maintain competitiveness in an ever-changing global environment, leaders
develop and manage change initiatives. Improvements in leaders' ability to influence
culture and demonstrating a commitment to transformational processes are critical for
sustaining an organization's competitiveness (McGahan, 2019). When leaders create an
effective cultural environment, they must understand how to adapt and survive
competition (Mékikangas et al., 2019). By analyzing and transforming a business
strategy, an organization's culture can be strengthened to withstand competition, and

business opportunities can facilitate positive social change.

Throughout the change administration, many employees struggle to accept their
professional and personal obligations. Leaders must exercise caution when redefining
their workforce systems and cultures (Feitosa et al., 2018). Failure to implement change
strategies and organizational culture effectively can have a detrimental effect on the
organization (Ashta et al., 2018). Recognizing and correcting errors are critical

components of establishing and maintaining a culture.

Leaders may initiate and manage numerous change initiatives throughout the
organizational change process to establish a productive structure for the new
organizational culture. The performance of individuals is influenced by their culture,
value system, and professionalism (Rubin & Abramson, 2018). Theorists identified

culture as a facilitator of organizational change throughout the change process (Hussain
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et al., 2018). Significant changes in employee behavior and commitment to the

organization's goals are the responsibility of leaders.

One of the factors associated with organizational culture is the leaders' ability to
determine which organizational changes should occur. Leaders who face the prospect of
losing power are likely to choose alternatives that logically and rationally maximize the
organization's interests (Febriani & Yancey, 2019). When leaders leverage internal
constituencies to advance the organization's interests, organizational culture can be
successful (Asadi, 2019). Organizational culture is critical for the internal and external

environments and the personalities and authority necessary to influence stakeholders.

A weak culture entails the absence of a dominant pervasive culture and an
organization composed of numerous distinct cultures. Two factors can determine the
strength of an organization's culture: first, the extent to which it is communicated to all
members, and second, organization members' readiness to accept the culture (Cui & Jiao,
2019). The more intense an organization's culture is, the more it pervades all expression
levels, leaders' attitudes, beliefs, values, and fundamental assumptions (Lee, 2019). The
strength or weakness of organizational cultures is critical because they serve various

functions within the organization.

As organizations can be viewed as sites of contention and conflict, culture can act
as a catalyst for integration and consensus. An influential organizational culture

facilitates the avoidance of conflict and aid in the coordination and control processes



44

(Torres & Augusto, 2019). Values and beliefs will ensure that organizational members
work collaboratively towards a common goal (Jena et al., 2018). The faster the members

acquire behavioral norms, the more adaptable the change processes become.

A strong culture helps organizations increase performance levels. Having a weak
dominant culture with many subcultures may be beneficial (Smollan & Morrison, 2019).
Pervasive cultures may be detrimental if they become so dominating that there is little
room for the nonconformity that results in the inability to adjust to change (Villaluz &
Hechanova, 2019). Encouraging culture-building mechanisms that support strong culture

may promote desirable organizational transformation and performance.

Communicating the Change Initiative

Communication is critical to the successful implementation of change initiatives
within organizations. After communicating the advantages of change implementation,
employees support the change and have a greater appreciation for its significance (Lewin,
1947). There are seven critical processes to change, and communication is an essential
aspect (Royce, 2018). When leaders effectively communicate the change initiatives, the
organization's strategic alignment, business processes, and morale are improved, and

employees are less likely to resist the change process.

Leaders are cognizant of the implications of ineffective communication and the
lack of stakeholder engagement. Effective communication of all change-related activities

and their outcomes are essential to developing and managing change efforts successfully
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(Hussain et al., 2018). Leaders must demonstrate strong communication abilities to
facilitate organizational change (Royce, 2018). Business leaders' Ineffective

communication impedes organizational development.

While effective change initiatives benefit from adequate and timely information
dissemination, leaders must design plans; organizational change may be difficult without
clear communication strategies. Strategy acts as a vehicle for communication, facilitating
coordination throughout the change process (Botez, 2018). Internal stakeholder
communication is a critical component of change management (Arnaout & Esposito,
2018). Communication of the strategic planning process serves as a platform for
exchanging ideas and developing consensus; once defined, the strategy implementation

ensures that the organization is moving in a consistent direction.

Leaders are accountable for the change efforts and planned communication to
ensure continued operations and sustainability. Communication should be one of the
main focuses of the change process (Lewin, 1947). Communication, setting short- and
long-term goals, collaboration, and success measurement is necessary for planning and
implementing a change initiative (Botez, 2018). When leaders enable talks while
designing and managing change projects, they allow employees to share their

understanding of the organization's goals, new methods, and means of achieving them.

Business leaders must be proactive in expressing the vision for change.
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Teixeira et al. (2017) noted that enabling change is separate from implementing change.
Communication amongst team members is essential and a focus during the change
process (Botez, 2018). Members' communication can resolve agreements or conflicts,

enforce power, and negotiate consensus.

The context in which information is delivered should be clear, precise, valuable,
and practical. For new norms and practices to be adaptable, they must result from a
collective effort (Lewin, 1947). Business leaders must provide information regarding
group activities to all team members to ease their uncertainty, reluctance, and
indecisiveness (Heim & Sardar-Drenda, 2021). Employee support and engagement are

necessary for organizational change to be successful.

Due to the leader's communication, employee support for change initiatives may
increase. During times of uncertainty, employees fear losing their jobs or benefits, as well
as the unforeseen consequences of organizational change (Muthusamy, 2019).
Communication about change initiatives contributes to establishing a pro-change
mentality (Engelberg & Gouzoules, 2019). To persuade employees, leaders implementing

organizational change adopt communication tactics as an initial step.

Leaders should express the requirement of the change, its relevance, and what to
anticipate following the transition. Business leaders must be skilled at devising strategies
to communicate change efforts to all levels of business (Muthusamy, 2019). Preparation,

engagement, accountability, and communication are prerequisites for meaningful change
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participation (Khalid, 2021). Leaders ensure that change initiatives are communicated

correctly; inaccurate information may create a lack of meaningful participation.

Leaders engage with internal stakeholders through various channels to keep them
informed about change initiatives required to ensure sustainability. Leaders should
convey progress updates and emphasize designing and managing change initiatives
(Niculescu & Voicu, 2018). Business leaders communicate with employees through
several approaches, including indirect communication, virtual interaction, and
communication devices (Engelberg & Gouzoules, 2019). Leaders' communication is a

continual process that occurs during each of the three stages of change.

Leaders engage with employees on potential barriers to change, such as ways for
minimizing employee resistance. Business leaders mitigate the issue through constant
communication to avoid change obstacles (Niculescu & Voicu, 2018). One of the leader's
tasks is to promote optimism among internal stakeholders (Heim & Sardar-Drenda,

2021). The communication of leaders can inspire a change in employees' perceptions.

Developing a relationship between employees and leaders may assist in
communicating change strategies. Leaders cultivated trust, emotional intelligence, and
the capacity to adjust to change through forms of communication (Khalid, 2021).
Employees are receptive to adaptation due to a lack of foresight and trust concerns (Heim
& Sardar-Drenda, 2021). Communication strategies can provoke an emotional reaction to

the idea of change.
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When leaders communicate change objectives, they can stimulate emotional
responses. Emotional appeals are successful at persuading others (Yue et al., 2019).
Employees must comprehend the strategic shift and its favorable long-term implications
on the organization (Parsells, 2017). Clear communication of management's roles and

responsibilities can facilitate comprehension and successful change implementation.

By addressing issues on a global or local basis, leaders can inspire employees and
affect positive change. Employees' and stakeholders' responses to change can influence
communication (Yue et al., 2019). Leaders ensure that change implementation is
effective, and that cultural transformation, innovation, and employee engagement are
pivotal (Parsells, 2017). Leaders can use Lewin's theory of change to develop direct
communication messages that entail the methods of unfreezing, alter, and refreeze change
initiatives.

Transition

In this study | explored successful strategies that business leaders can implement
to drive change management initiatives for improving organizational performance. In
Section 1, | addressed the conceptual framework for grounding the strategies in
implementing change management and leaders' involvement in implementing the change
initiatives. Lewin's (1946) model for change supported the conceptual framework for the
study. I used Lewin's change model to explore business leaders' strategies to drive

successful change management initiatives.
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In Section 1, I discussed the change management theories that business leaders
may use to explore change management efforts, organizational survival, and change,
tools for identifying and implementing change, change effects on the employee, factors
affecting organizational change, and establishing a change culture communicating the
change initiative. | attempted to establish the study’s framework in the literature review
by expanding on how previous studies' content connects to my research. | outlined the
environmental concerns and constraints that business leaders considered while creating
and implementing change initiatives. In Section 2, | discuss the research process,
including ethical considerations, the role of the researcher, the participants'
categorization, and the data collection methods. In Section 3, I will outline the findings
and analysis of the data obtained, present the implications for social change, provide
recommendations to implement successful change management initiatives, identify

opportunities for future research, and conclude the study.
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Section 2: The Project
The target group for my multiple case study was four organizations in St. Lucia.
Participants were comprised of business leaders with at least 5 years of experience in
leadership from four organizations who effectively implemented change management
strategies. Section 2 includes a presentation of the purpose of this research and discussion
of research methods and designs. I also address sampling techniques and the population
of this study as well as ethical considerations that governed research in terms of

reliability and validity.

Purpose Statement

The purpose of this qualitative multiple case study was to explore strategies that
some business leaders use to successfully implement change management initiatives for
improving organizational performance. The target population for this study consisted of
business leaders from four organizations in St. Lucia, Caribbean with at least 5 years of
experience in leadership who have successfully implemented organizational change
management initiatives. Implications for positive social change include the potential to
adequately equip business leaders with successful strategies to implement change
management initiatives that could enhance organizational performance and sustainability,
leading to increasing employment opportunities and contributing to local communities’

tax revenues.
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Role of the Researcher
In a qualitative study, one of the critical research instruments is the researcher,
who is tasked with the primary obligation of data collection. In qualitative research, the
role of the researcher is to validate the authenticity of data collection (Grey et al., 2019).
Qualitative researchers determine and interview participants, gather and analyze data, and
coordinate the interview process (Gruber, 2018). The role of the researcher is to inform
selected participants of their involvement and ensure that interview questions are

understood.

| acquired data regarding strategies that business leaders may use to drive change
management initiatives successfully. In a qualitative multiple case study, researchers
compile data from various sources such as interviews, records, and documents (Yin,
2018). A researcher’s interpretive role is critical in the process (Harriss et al., 2017). |
served as the leading data collection instrument for this research by exploring archival

documents and public records and interpreting data from semistructured interviews.

| have managerial experience within the tourism and hospitality sector and have
been involved in several change management projects. | did not select any participants
with whom | had cultivated professional relationships or individuals affiliated with the
tourism industry. | maintained a neutral position throughout the research process and did
not allow personal bias to impact this study. | was honest and transparent with study

participants regarding my knowledge of the research topic.
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Administering ethical standards during the research process is critical and requires
the researcher to adhere to ethical standards when interacting with participants. Before
conducting the study, I completed the Collaborative Institutional Training Initiative
(CITI) program and obtained a 100% grade (Certification Number: 39695644). The CITI
program contained information from the Belmont Report, which included standards for
ethically selecting and protecting human subjects in research. Along with the CITI
certification to confirm ethical boundaries, | conformed to the Belmont Report’s ethical
standards and protocols for the protection of human subjects in research. | applied the
Belmont Report to determine how to preserve information captured from interviews using
member checking to protect participants’ identities and written and verbal responses. |

explained to participants the research process and collected data from interviews.

One of the roles of the researcher is to mitigate bias. Researcher bias plays an
integral role in terms of data quality and may impact information or influence subsequent
interpretations of data (Wadams & Park, 2018). Researchers must reveal any prior
associations that may potentially impact research or that may lead to harmful bias (Grey
et al., 2019). Researchers should mitigate personal biases throughout the research

process.

| mitigated bias by applying professional and personal judgment and adhering to
mandated interview protocols (see Appendix A), data triangulation, member checking,

and data saturation for this research. Researchers ensure validity by eliminating bias
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through cross-referencing numerous data sources (Tamblyn et al., 2018). Researchers
pursue enhancing accuracy, credibility, and validity of research through member
checking (Abdel Latif, 2019). In research, member checking is an integrated method used
to collect feedback and verify accuracy of data interpretation. | used reflective journaling
to mitigate bias and did not allow personal feelings when assessing participants’
contributions, upholding anonymity throughout the research stages. | presented the same
open-ended questions to all participants and recorded experiences precisely as expressed
without altering them to eradicate personal biases. | established and upheld neutrality

throughout the interview process and then engaged in activities to mitigate biases.

Another role of the researcher is to enhance reliability in data by using an
interview protocol (see Appendix A). Researchers use an interview protocol to determine
reliable data collection methods that are trustworthy in terms of improving data quality
(Yeong et al., 2018). | employed an interview protocol to guarantee that interview
questions were distributed evenly and logically to maximize data quality (see Appendix
A). All participants were treated equally during the interview process. Participants were
given identical interview questions in the same format. All responses to interview
questions were recorded to validate accuracy of participants’ experiences, and member

checking was conducted.

| used Walden University’s Institutional Review Board (IRB) standards and

procedures involving ethical research. | did not facilitate or attempt to select participants
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until IRB approval had been granted. After IRB permission, | commenced the participant
recruitment process. The IRB application approval number for this study is 03-23-22-
1019973. | conducted semistructured interviews with business leaders who successfully
implemented change management initiatives. My role in this qualitative multiple case
study was to facilitate interviews, ask appropriate and probing questions, listen
attentively, and seek further insight and clarification from participants regarding their
responses. The interview protocol (see Appendix A) served as the foundation for
qualitative interviews. | used interview protocols for interviewing business leaders to

confirm the accuracy of data collection.

Participants

I used purposeful and snowball sampling to gain access to four business leaders
from St. Lucia with at least 5 years of experience in leadership who successfully
implemented change management initiatives. Researchers select participants with the
most experience and knowledge to provide valid information during the participant
selection process (Liu & Lawrenz, 2018). Snowball sampling is when researchers obtain
participants based on other participants’ recommendations (Mortara & Sinisi, 2019).
Participants in the study were business leaders who successfully developed and
implemented change management initiatives within their organizations. Participants are
selected based on respondents’ participation in cases and ability to address the central
research question (Yin, 2018). The participant panel for this study was comprised of

business leaders with over 5 years of leadership experience who successfully
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implemented change management initiatives. | did not include participants who were not

directly engaged in implementing change management initiatives.

| contacted four business leaders in St. Lucia with at least 5 years of experience in
leadership who successfully implemented change management initiatives. Researchers
should maintain cordial interactions with various stakeholders to direct participants
(Kravets, 2019). | collected participants’ contact information by searching the Internet for
websites of possible organizations in St Lucia. | contacted the business leaders,
enlightened them on the purpose of this study, and then formally invited them to
participate in the study by presenting letters of invitation. Once potential participants
agreed to participate in the research, | reaffirmed each participant's confidentiality and
distributed a consent form and verbal summary of the criteria. | further informed the
participants that they were free to decline to participate with no penalty. I collected the
signed consent forms and stored them in a secured and locked safe cabinet that | intend to
destroy after 5 years by shredding documents and erasing the stored data from my

computer.

| developed a rapport with each participant by informing them of the research
objectives. Researchers connect with participants by being honest about the research
purpose and background (Yin, 2018). The invitation to participate will state that any
information disclosed during the interview session would be recorded in confidentiality

and subsequently destroyed. Participants must indicate "I consent” on the informed
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consent form signifying their approval and agreement to the research process

requirements.

Research Method and Design
This qualitative multiple case study focused on the successful strategies that
business leaders can apply to drive change management initiatives. This section
comprised a discussion highlighting the rationale for selecting the qualitative method for
the study. I explained why I chose a multiple case study and justified the choice of the

research design.

Research Method

| selected a qualitative method for my study to explore successful strategies that
business leaders can apply to drive change management initiatives to improve
organizational performance. Quantitative, qualitative, and mixed method are critical
research methodologies (Yin, 2018). Qualitative researchers discover how individuals
connect various meanings of an issue in real-world settings (Rendle-Short, 2019).
Qualitative research is most suitable for exploring participants' lived experiences and
perceptions (Yin, 2018). The qualitative researcher seeks participants' responses to open-
ended questions to explore new concepts and understand participants' attitudes and
experiences (Yin, 2018). I chose the qualitative method as the most suitable method for

this research and attempted to solve what, how, and why phenomena. Using a qualitative
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approach, | engaged business leaders to collect data about successful change management

initiatives and to probe the how and why of the organization's strategy.

The quantitative researcher uses instrumental measurements and tests the
hypotheses to analyze numerical data (Makrakis & Kostoulas-Makrakis, 2017).
Quantitative researchers answer the how many questions by examining numerical data
and incorporating statistical techniques to analyze the data (Bansal et al., 2018).
Quantitative researchers focus on measurements, test hypotheses, analyze relationships
among variables, and determine generalizations and predictions (Yin, 2018). Since | did
not analyze statistical data or test a hypothesis, the quantitative approach did not apply to

this study.

The quantitative and mixed-method are unsuitable for this study because I did not
test a hypothesis nor compile numeric data for statistical hypotheses analysis. The
quantitative technique uses quantifiable variables in examining and explaining a
phenomenon. Both quantitative and qualitative research approaches are used by mixed-
method researchers (Yin, 2018). The advantages of using the mixed-method include an
in-depth analysis of the interviews, surveys, and observations as the quantitative data
undergo statistical analysis to provide a detailed assessment of responses (King &
Jackson, 2019). Mixed-method was not appropriate for my research as | explored the
strategies used by business leaders involved in successfully implementing change

initiatives in organizations. | did not analyze numeric data or test hypotheses. | identified
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the strategies business leaders use to develop and manage change initiatives in their

organizations.

Research Design

The four qualitative research designs | considered for this study are (a) case study,
(b) narrative, (c) phenomenological, and (d) ethnographic. Madden et al. (2018) argued
that narrative researchers consider the participants' narratives to describe a phenomenon.
The specific business problem requires an investigation within a specific space and time
and does not involve the early life experiences of business leaders. Therefore, the
narrative design was not appropriate for my study. I did not analyze the nonrelated life
experiences of my research population but rather provided an in-depth analysis of a

phenomenon.

In phenomenology, data are collected through interviews to understand the
personal meaning of the participants' experiences (Cypress, 2018). Phenomenology was
not suitable for my research because | searched for common themes rather than the
personal meaning of experiencing a phenomenon. Ethnographic researchers explore a
group's culture (Yin, 2018). However, this was inappropriate for my study, | focused on

identifying and exploring strategies rather than the culture of a group.

The multiple-case study design was most appropriate for my study. I used the
multiple-case design because it allowed me to obtain varied data from interviews,

organizational documentation, including strategy documents, yearly business plans, and
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employee handbooks, journal reflection, and evaluation of business websites, then
compare multiple perspectives. Researchers use single case studies to explore separate
occurrences of a phenomenon to obtain single perspectives; thus, the single case study
was not appropriate for my study (Jin et al., 2019). My research question explored the
successful strategies that business leaders can implement. For my study, | used the
multiple-case design over a single-case study design. The multiple-case study design
provided an in-depth understanding of the phenomena under study. | used a multiple-case
study to provide stakeholders with relevant approaches to drive change management

initiatives successfully.

Data saturation was critical in the case study design. Researchers use data
saturation during the interviewing process, signifying that the interview is completed and
sufficiently developed and robust data. Data saturation requires continuous data
collection until no new data emerges (Fusch & Ness, 2015). Three participants are the
suggested minimum number of participants for data saturation in a multiple case study
design (Yin, 2018). I interviewed the study participants until all ideas or themes were
exhausted to ensure data saturation. | interviewed four participants to attain data
saturation. | used the following steps to reach data saturation: (a) conducted in-depth
interviews with 4 participants, (b) utilized the member checking approach, and (c)
analyzed organizational documents until no new data emerged. After assessing the data
and as a primary function of member checking, | requested that the participants review

the information to ensure that the details were correct and complete. | analyzed the data
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from the interviews, business emails, and company documents, including strategy
documents, yearly business plans, and employee handbooks. As recommended by Yin
(2018), accurate coding of the data will reveal numerous themes. Utilizing the multiple-
case study design with the research purpose and questions contributed to saturation and

data triangulation.

Population and Sampling

There are three principal sampling techniques applied in qualitative research:
purposive, snowball, and quota. I utilized purposeful and snowball sampling to gather
participants for the qualitative case study. Purposeful sampling is beneficial to
researchers in understanding the participant's perspectives and views (Onwuegbuzie &
Collins, 2017). Snowball sampling is a technique of recruiting participants referred by
other participants (Mortara & Sinisi, 2019). The participants for this study were business
leaders who are instrumental in developing and implementing successful change

management initiatives within their respective organizations.

For this study, | gathered data from four business leaders with at least 5 years of
experience in leadership who successfully implemented change management initiatives
within their organizations. Yin (2018) noted that a study is valid based on the extent of
data presented by the participants. A suitable sample size is essential for a qualitative
research design (Larsen, 2018). Qualitative researchers apply the purposive strategy to

assess the participant's valuable experience and perspectives on the phenomenon (Weller
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et al., 2018). According to Mortara and Sinisi (2019), snowball sampling aids researchers
in gathering sufficient data to assist in making informed decisions. According to Yin
(2018), a smaller sample size for the case study design enables the researcher to gather
in-depth data. Larsen (2018) argued that a sample size of as little as one might prove
sufficient to address the research question for interview-based data collection. In order to
achieve data saturation, the case study design requires a minimum of three participants
(Yin, 2018). My initial plan was to interview and gather data from four business leaders
from four organizations in St. Lucia with at least 5 years of experience in leadership who

successfully implemented change management initiatives.

In research, there is no one-size-fits-all strategy for achieving data saturation.
Data saturation happens when researchers gather no additional information through data
collection (Weller et al., 2018). | obtained data saturation from the study participants
through virtual interviews. The virtual interviews were held at an agreed date and time. |
distributed a consent form and verbal summary to reaffirm each participant's
confidentiality to enlighten the criteria. | secured the electronic notes, interview
recordings, participants' details, and the organization's identity electronically in a
password-protective file on my computer. My computer is exclusively accessible by me.
After 5 years, | will destroy and dispose of the data by burning all research-related

documents and erasing the stored data on my computer.
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Ethical Research
In research, ethical practices and procedures are protective systems for study
participants. Ethics in research strengthen ethical practices and behaviors, ensuring
compliance with regulatory requirements (Hamid & Widjaja, 2019). Researchers employ
ethical approaches and behaviors to strengthen the interview protocol process, promote
open discussion, increase awareness and knowledge of the phenomenon, and eliminate
personal biases (Fish, 2019). As the researcher, | developed strategies to protect

participants' privacy by ensuring the confidentiality of their data.

The informed consent form from Walden University is a principal example of
mechanisms enforced to protect the study participants. I ensured that the necessary
measures were taken to adhere to the code of practice by Walden University on research
integrity, confidentiality, and anonymity. | followed standards and protocol according to
the 1979 Belmont Report to support and protect participants during the research process
and uphold the human subject's ethical behavior in research. | mitigated bias regarding
the matter under study. Researchers should respect participants' views and opinions and
use an ethical approach while securing the participants' well-being (Mumford, 2018). The
process involves transparency of the research objectives and scope to the participants.
Participants must provide valid consent and authorized signatures on the informed
consent form before participating in the study. According to Yin (2018), enlightening
participants on the research procedure is essential to the research process. | provided the

study participants with complete disclosure on the study's purpose and objective,
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including confidentiality, data protection, and informant privacy. The invitation letters
(see Appendix B) were presented to the participants for acceptance and endorsement of
consent. The invitation letter provided essential details about the study. I notified the
participants that | was a doctoral candidate researching the fulfillment of a doctoral

degree in International Business.

| presented an overview of the purpose of the study and the possible benefits to
aid participants in making an informed decision on whether to participate. | emphasized
that the participants were not obliged to participate in the study, could willingly
volunteer, and had the right to withdraw at any point. Participants' withdrawal from a
study can significantly interrupt generating information (Harriss et al., 2017). | advised

the participants to email me indicating they wished to withdraw from the study.

In certain instances, researchers use monetary rewards to persuade participants in
a study. Some researchers offer participants the information that their involvement adds
value to further research in a specific study area (Harriss et al., 2017). Participants in my
study were not offered any form of monetary benefit. | recorded the information provided
by participants and notified them of the recording process as stated in the interview
protocol (see Appendix A). Their participation could potentially result in increased
knowledge about developing and implementing successful change management

initiatives that business leaders can use.
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Before engaging in research, both the participants and researcher outline various
conditions. A critical consideration of qualitative study interviews is understanding the
need for participants' confidentiality (Ames et al., 2019). When selecting a venue for the
interview, the location must be convenient and appealing for the participants (Meetei,
2019). | selected a convenient private venue appropriate for conducting the interviews
and preserving participants' identity and confidentiality. Upon completing and approving
the study, | provided the participants with a copy of the study in a pdf format via email.
Researchers must ensure that the participant's and organization's identifiable information
is secured and protected by using codes for confidentiality purposes (Ahlin, 2018). |

coded the participants as P1, P2, P3, and P4.

Another critical ethical consideration was protecting participants' confidentiality
with the appropriate storage and disposal of study data during the research process. | used
a range of data collection methods and data storage alternatives in my study. The Walden
systems require a period of 5 years of preservation of research-related materials and data.
| retained all documentation, electronic data, and audio recordings (see Appendix C) for a
maximum period of 5 years in keeping with the mandated standard of Walden University.
| stored the electronic data in a password-protected file on my personal computer, secured
by a password only accessible by me for 5 years. All documents and data will be locked
away securely in a location only accessible by me. After 5 years, | will delete and erase
all the electronic data from my computer and burn all research materials, including the

identification schema.
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During the research process, researchers must maintain ethical boundaries. The
Walden University IRB must first issue authorization and approval to proceed with the
research. The IRB governs the administration of ethical research. Walden University's
IRB process is a mechanism that monitors researchers' practices and ethical conduct. The
IRB approval process ensures that researchers display the highest ethical conduct and
adhere only to sound practices. Doctoral scholars attain IRB approval by complying with
all the stipulated ethical standards throughout the study process. IRB must approve before
researchers can select participants, the research site, and the data collection process. I
abided by the laws and regulations of the IRB in obtaining approval and permission to
commence my research. The Walden University IRB approval number for this study is

03-23-22-1019973.

Data Collection Instruments

For this research, | was the key data collector. Case studies employ six data
collection methods: (a) interviews, (b) archival records, (c) direct observations, (d)
documents, (e) participant observations, and (f) physical artifacts (Yin, 2018).
Researchers utilizing a case study design frequently employ semistructured interviews as
a data collection instrument (Elger et al., 2015; Yin, 2018). For this research, | utilized
semistructured interviews via Zoom videoconferencing and relevant organizational
documentation, including strategy documents, yearly business plans, employee

handbooks, journal reflection and evaluation of business websites for the data collection.
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Due to the Covid-19 pandemic, this research's principal data collection strategy
was virtual interviews via Zoom videoconferencing software. While virtual interviews
may allow flexibility, individuals need to pay close attention to interpreting cues and
body language (Williams, 2021). An interview protocol provides a framework and
methodical guide for the interviews (Yin, 2018). The interview protocol process was

beneficial for improving the data collection method (see Appendix A).

| created seven original open-ended interview questions (see Appendix A) on
successful strategies to drive change management initiatives. According to Yeong et al.
(2018), it is critical to develop interview questions to generate quality data when
conducting qualitative research. Before commencing the interview, | enlightened the
participants on the purpose and nature of the study. I reassured the business leaders that
the information shared during the interview was confidential and reminded them that they
were free to decline to participate and free to withdraw their participation at any point.
Due to the Covid-19 pandemic, | used Zoom videoconferencing recording software to
capture the interview. | transcribed the interviews for analysis and conducted member
checking to capture the correct interpretation of the participants' responses (see Appendix
A). In addition to the open-ended interview questions, | used follow-up questions to
probe for additional information. | created a plan that allowed sufficient time to schedule
the interviews without conflicting with the business leaders' duties and schedules. |
allowed participants to select the location, day, and time of the interview so that they

were comfortable sharing accounts of their personal experiences.
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To guarantee reliability and validity, | created an audit trail and preserved the
compilation of material used in the study. | interpreted and analyzed the participants'
responses and then communicated my understanding and interpretation to ensure validity.
Yin (2018) noted that validity in a study takes place through member checking. The
member checking technique offered an opportunity to summarize the responses to the
interview questions and verify the participants' responses for accuracy of interpretation

(see Appendix A).

Data Collection Technique

For this qualitative multiple case study, due to the Covid-19 pandemic, data were
collected from virtual semistructured interviews via Zoom videoconferencing. | used
seven open-ended questions and an interview guide to ensure consistency of the
interviews (Appendix A) I collected company archival documents, including strategy
documents, yearly business plans, employee handbooks, journal reflection, and
evaluation of business websites. An approval from Walden University IRB was required
to commence the data collection process. The data collection procedure is systematic and
entails compiling information about a research question. Yin (2018) asserted that
researchers should gather data from multiple sources when conducting a case study.

Interviews were the primary data collection technique for this research.

The data collection technique for the virtual semistructured interviews followed

the interview protocol's standards and criteria. During the virtual semistructured



68

interview, researchers should make a significant effort to encourage transparent and
rich interaction between the interviewee and participants (Wolff & Burrows, 2021). An
interview protocol consists of the interview questions and step-by-step instructions of the

interview process (Todorov et al., 2019). The data collection steps were as follows:

1. Obtain location approval from business leaders via email or letter.

2. Acquire a list of potential participants from the business leaders and select the

most suitable participant for the study.
3. Recruit and endorse participants via email using a participant consent letter.

4. Obtain the acceptance and consent from participants who are willing to

participate in the study.

5. Schedule and confirm the virtual interviews via emails and telephone calls.

6. Schedule an appointment with the business leaders to explain the purpose of the

study and attain authorization to collect company data.

Invitations were emailed to participants requesting their participation in the study
(see Appendix B) and copies of the informed consent form. | utilized an interview
protocol to direct the interviews. The semistructured interview was most appropriate for
obtaining data about successful change management strategies that business leaders can
implement. | selected virtual interviews as the primary data collection technique to

acquire an adequate depth of data collection.
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Data collection techniques have several benefits and drawbacks. The advantages
of data collection approaches include the following: (a) gaining insight into the research
topic, (b) gaining information about the study from participant experiences, and (c)
gaining access to valuable data for the research study (Zhang et al., 2018). The
disadvantages involve the following: (a) time-consuming for both researcher and
participant, (b) researcher being candid with the client, (c) expensive data processing, and

(d) might be subject to bias (Maya-Jariego & Cachia, 2019).

A pilot study was not suitable for this research. I conducted feasibility and
validity checks on data before conducting the research. After receiving IRB approval, |
audio recorded each participant's response. Yin (2018) determined that using open-ended
interview questions in conjunction with a qualitative multiple case study enables the

collection of in-depth, reliable, and valid data.

Before concluding the data collection phase, | contacted the participants via video
conference and conducted a follow-up interview to validate their answers via member
checking (see Appendix A). Additionally, | verified the participants’ comments for
authenticity. According to Naidu and Prose (2018), member checking ensures that the
participants' data is accurate. The data process includes: (a) data collection, (b) data
analysis, (c) data reorganization, (d) comprehension of obtained data, and (e) confirming
the data (Yin, 2018). | used the member checking data and imported the captured data

into the software.
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Data Organization Technique

In qualitative analysis, data organization relates to organizing, categorizing, and
grouping the collected data. Data organization is a systematic process that aids
researchers in organizing the information and extrapolation of data (Todorov et al.,
2019). I used a Zoom video recorder to capture the interviews and ensure the authenticity
of the data and interpretation of the interview. Each participant was assigned a unique
code and marking for differentiation. Researchers keep track of the data captured using
spreadsheets, Excel ™, journals, transcripts, and notes (Jahangiri & Jahangiri, 2019). For
privacy and ethical purposes, | protected each business leader's identification. The
research documents were independently categorized and labeled according to the
following: Participant 1 (P1), Participant 2 (P2), Participant 3 (P3), and Participant 4
(P4). Researchers use tagging, sorting, coding, and cataloging to ensure efficiency in the
data organization process (Todorov et al., 2019). | stored all data using an electronic
filing system. | categorized the research data and assigned unique identifiers for files and
documents. Jahangiri and Jahangiri (2019) emphasized that it is critical to secure research
records. The research documents, including consent forms, notes, electronic records,
emails, and invitations to participants, were stored securely in a password-protected

computer.

Researchers keep journals to keep track of their research and database (Yuan et
al., 2018). Reflective journals enable a researcher to characterize the collected data

(Todorov et al., 2019). The interview date, time, demographic information, and
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participant interactions were all noted and handwritten in my reflective journal. | kept a
reflective journal to assist me in documenting and organizing my thoughts and aid the
collaborative inquiry process inherent in qualitative research. The reflective journal
served as a primary data source for my research and ensured data credibility. According
to Walden University's data protection policies, | will abide by research ethics and retain
the participants' identities and records for 5 years. To guard against unauthorized access
to the data presented by participants, I am the only individual with the right to a secure

password. After 5 years, | will destroy the participants' data, and relevant documents.

Data Analysis

The primary objective of qualitative inquiry is to elicit information from the
interview process, including subtle or contextual factors. | handled the interview data
analysis cautiously and attempted to reflect the participants' perceptions of reality.
Researchers obtain objective and relevant information from qualitative data using a
structured data analysis method. I used Yin's (2011) 5-step process to analyze my
research data which included: (a) compiling the data; (b) disassembling the data; (c)
reassembling the data; (d) interpreting the meaning of the data; and (e) concluding the
data. According to Fusch et al. (2018), researchers adopting reflectivity and employing
multiple data sources can eliminate personal biases. | collected data through interviews,

document review, journal reflection and evaluation of business websites.
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| began my data analysis by evaluating the interview transcripts. | reviewed and
analyzed transcripts of the interview responses for emerging codes and themes. |
evaluated the organizational documents, journal reflection and websites for data aligned
to emerging themes. | progressively cycled through the transcripts as | added data by
continuously looping back through the data as it was built. | analyzed supporting
resources, such as a review of organization strategy documents, yearly business plans,
employee handbooks, journal reflection and evaluation of business websites to

substantiate the emergence of themes linked to the central research question.

I began using Yin’s (2011) five step method by compiling data from the
transcribed interviews, organization strategy documents, yearly business plans, employee
handbooks, journal reflection and evaluation of business websites. In the second phase, |
disassembled the data by coding for themes, categorizing, and classifying the acquired
data in line with the keywords and themes defined in the Lewin’s theory of change
conceptual framework and critical subjects identified within the literature review. I used
literature to support the themes, validate and connect the findings with the methodology

and conceptual framework.

A summary of the transcripts was emailed to the participants to confirm that their
responses were appropriately captured. In rigorous qualitative research, the member
checking process is consistently proposed as a validity or trustworthiness assessment

(Naidu & Prose, 2018). All participants approved the accuracy of the member checking
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data, eliminating the need for follow-up interviews. After participants verified the
accuracy of the responses for member checking, | prepared the data by removing all
space fillers, repetitive words, unfinished sentences, and irrelevant comments and

uploaded it into the NVivo 12 software.

In the third phase, | reassembled the data using the NVivo®12 software to
identify patterns, themes, alignments, and trends. The NVivo®12 software tool captures
repeated words from the data and generates codes to characterize the keywords (Alam,
2020). Researchers use thematic analysis to analyze qualitative empirical data (Lawless
& Chen, 2019). | carried out a thematic analysis of the data collected. | reassembled the
data into sequences to uncover patterns or themes to answer the primary research

question and gain a thorough comprehension of the principal phenomena.

The NVivo 12 software is designed specifically for compiling data for qualitative
case analysis into specific words or phrases and organizing similarities to aid in
subdividing the data into primary and secondary groups based on the number of themes
that emerged during the data analysis (Soehardi et al., 2021). When researchers analyze
research data, they can identify key themes and assess the most effective way to utilize
the data gathered (Becker & Gould, 2019). Researchers must review, analyze, and
interpret the raw data to discover emerging findings relevant to the study's central
research question (Elliott-Mainwaring, 2021). | reviewed NVivo 12 results and analyzed

the thematic codes for emerging themes.
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In the fourth phase, | interpreted the findings by contrasting patterns to the
interview transcripts, organization strategy documents, yearly business plans, employee
handbooks, journal reflection, and evaluation of business websites. The final step in the
data analysis process entails drawing conclusions based on interpretations and meanings
from the data analysis process to strengthen the conceptual framework (Naidu & Prose,
2018). In the fifth step, | assessed and interpreted the material to construct a coherent

concept and offer a customized structural narrative of my experiences.

Reliability and Validity
To validate the research findings in my study, | employed valid and reliable
instruments. The credibility of a study's results was assessed using two specific research
design criteria, namely reliability, and validity. Validity includes credibility, data
saturation, confirmability, and transferability, while reliability focuses on accuracy
(Ertugrul-Akyol, 2019). Qualitative researchers integrate sustainable methods to ensure
the study's validity and reliability (Violato & King, 2019). I highlighted below the

strategies proposed to explain the study's rigor and trustworthiness.

Reliability

Researchers can determine a study's quality by the accuracy and reliability of its
results. The researcher can increase the study's credibility by conducting appropriate
interviews and adequately documenting the processes (Krosnick, 2018). Incorporating an

interview protocol assists a researcher in remaining unbiased throughout the interview
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process. | used the interview protocol to ensure consistency and structure of the process
and guide the questions addressing and answering the central research question. The
interview protocol established a systematic process and authenticity of the interview
process and data collected during the interview. Researchers halt the interview process
when reaching saturation, as no new information is generated (Yin, 2018). | kept probing

the participants until reaching the saturation point.

Dependability entails authenticating the research findings, resulting in accuracy
and consistency. Research depends on reliable documents to establish dependability and
enhance the research's authenticity (Akbiyik & Senturk, 2019). To prove dependability
within my study, | utilized the interview protocol (see Appendix A) to establish reliability
to reduce prejudice and misunderstandings and ensure consistency during the interview
process. | conducted member checking by interpreting the interview data and requesting
participant confirmation of my interpretation. As suggested by Yin (2018), I can achieve
dependability through the articulation of a clear objective, the characterization of the
selection of participants, the specification of detailed information in the data collection
processes, the use of a transparent and unbiased data analysis system, and the delineation

of in-depth discussion outcome.

Validity
Validity within a study is based on the credibility of its findings. | evaluated the

data and employed member checking to enforce reliability. Validity must be ensured by
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scholars conducting qualitative research through credibility, confirmability, data

saturation, and transferability (Engelberg & Gouzoules, 2019).

Credibility

Member checking, interview protocol, peer-reviewed findings, purposeful
sampling, and methodological triangulation enhance research credibility (Akbiyik &
Senturk, 2019). I employed purposeful sampling and interview methodology to reduce
bias throughout the interview process. Purposeful sampling improves credibility and
assists in implementing the interview protocol (Quinlan-Cutler et al., 2018). I used peer-

reviewed sources to strengthen the legitimacy and transparency of the literature.

Member checking is one method for assuring the credibility of qualitative
research (Naidu & Prose, 2018). Researchers conduct member checking to (a) verify the
accuracy of the data gathered, (b) get feedback, (c) verify replies, and (d) establish
dependability (Madill & Sullivan, 2018). As part of the member checking process, |
asked the participants follow-up probing questions to get richer information. After
analyzing the research data, I utilized member checking to aid in the accuracy and
validity of participant responses to identify inconsistencies or errors and assure
credibility. I sent a summary of the interview to each participant to confirm agreement
with how I interpreted their response. Increasing credibility requires identifying measures
to promote trustworthiness, such as extensive field experience and the utilization of

numerous sources (Naidu & Prose, 2018).
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Transferability

Transferability is a crucial component of reliability in qualitative research.
Transferability entails demonstrating to readers that the study's results can apply to
various populations, contexts, and circumstances (Essa et al., 2019). To ensure that others
can use my research with some degree of confidence, | documented assumptions in the
study and confirmed my analysis of coding of themes and data. | utilized interview
protocol, member checking, methodological triangulation, and data saturation to reinforce
transferability. Researchers must offer accurate information to readers and facilitate
further research (Atilgan, 2019). I used an interview protocol to confirm consistency and
enhance the transferability of the research (see Appendix A). Researchers provide
detailed descriptions of the research context and participant accounts to enforce
transferability in a study. A researcher should be capable of translating the study's
findings (Ferrando et al., 2019). As suggested by Houghton et al. (2013), a thick
description technique necessitates that the researcher thoroughly characterizes the

research context so that readers can make comparisons to different scenarios.

Confirmability

The outcomes of a research study may be shaped by the participants' narratives
and comments rather than by the researcher's biases. Confirmability in qualitative
research entails appropriate instruments, techniques, and data collection (Haven & Van

Grootel, 2019). Confirmability entails removing personal opinions from the research
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(Korstjens & Moser, 2018). To guarantee conformability in my research, | employed
methodical triangulation to compare research findings acquired from the analysis of
Zoom videoconferencing interviews, the review of organizational documents, journal
reflection and the evaluation of business websites. | ensured that the results could be
confirmed and supported by others. The data generated from participants' responses and
company documents aided in exploring the strategies that the business leaders can

implement to drive change management initiatives.

Data Saturation

A researcher reaches data saturation when the transferability and confirmability of
the study are completed. Data saturation occurs when the information gathered generates
no further data (Yin, 2018). I conducted semistructured interviews via Zoom
videoconferencing and reviewed organizational documents, which included strategy
documents, yearly business plans, handbooks, journal reflection, and evaluation of
business websites to attain data saturation. I used the following steps to reach data
saturation: (a) employees conducted in-depth interviews with 4 participants, (b) utilized
the member checking approach, and (c) analyzed organizational documents until no new
data emerged. To ensure data saturation, | requested participants in this study to elaborate
on their responses and clarify their meanings with follow-up questions. Qualitative

researchers rely on member checking to establish credibility by allowing participants to



79

rectify errors and data interpretations and evaluate outcomes to validate that the material

provided is accurate and complete (Yin, 2018).

Transition and Summary

The purpose of my study was to explore strategies that some business leaders use
to successfully implement change management initiatives for improving organizational
performance. In Section 2, | reintroduced my purpose statement, defined my role as the
researcher, and described the interview participants. A detailed description of each
component, backed up by scholarly peer-reviewed or seminal sources, provided a
compressive view of the study process. | highlighted the research methodology, the
research design, and the population and sampling techniques. I described how I would
uphold ethical standards through the data collection instruments, the data collection
techniques, data organization, and data analysis. Section 2 concluded with a justification

of the reliability and validity of the research.

In Section 3, I incorporate the findings on strategies that some business leaders in
St. Lucia used to implement change management initiatives successfully. I present the
purpose of this study, the presentation of findings, its application to professional practice,
and the implications for social change. | discuss the recommendations for further research
and reflections on my experiences as a researcher for this study. Lastly, | provide the

research study summary and conclusion.
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Section 3: Application to Professional Practice and Implications for Change
Introduction
The purpose of this qualitative multiple case study was to explore strategies that
some business leaders use to successfully implement change management initiatives for
improving organizational performance. | conducted semistructured interviews with four
business leaders from four organizations in St Lucia. Themes that emerged from the
findings were (a) strengthening communication, (b) reinforcing training, (c)

increasing employee engagement, and (d) strengthening organizational culture.

The four participants were instrumental in terms of developing and leading
successful change management by incorporating various innovative organizational
strategies. From findings, it was evident that leaders created effective interactive
communication channels to foster stakeholder awareness, understanding, and buy-in.
Employee training was an effective strategy necessary to develop new behaviors and

tools necessary to adopt changes. Employee engagement impacted level of support.

Creating an organizational culture based on values and behaviors aligned with the
organization’s objectives and vision was also critical. By aligning change objectives with
the organization’s culture, business leaders can use study findings to develop more
effective change initiatives that result in positive social change. Moreover, business
leaders can enhance business success by fostering a more positive work environment and

benefiting communities through increased employment.
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Presentation of Findings

This section contains emerging themes from interviews and participant
identification codes. | conducted semistructured virtual interviews using Zoom with four
business leaders from four organizations in St Lucia to address the overarching research
question: What successful strategies have business leaders implemented to drive change
management initiatives for improving organizational performance? Data analysis
revealed four distinct themes. Table 1 lists demographic data. Table 2 lists themes and the
number of occurrences. The following section contains a comprehensive overview of

each theme and participant responses.



Table 1

Business Leader General Demographic Information
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Participants Parameters Nationality Highest Number of years Years of
Education employed with Leadershi
Codes Py P
level the current .
. Experience
organization
P1 #1 St. Lucian Doctorate 8 years 12 years
P2 #2 St. Lucian Bachelors 10 years 20 years
P3 #3 St. Lucian Masters 5 years 12 years
P4 #4 St. Lucian Masters 8 years 10 years
Table 2
Emergence of Themes and Number of Occurrences
Emergent theme Number of occurrence Number of

participants

Strengthening communication 35 4
Improving employee engagement 30 4
Reinforcing training 33 4

4

Strengthening organization culture 25
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Theme 1: Strengthening Communication

The first theme was strengthening communication. All study participants
expressed they were dependent on communication as a critical tool in terms of managing
successful change initiatives to improve organizational performance. Employees feel the
need to be informed of what is required, why it is required, why change is necessary, and
new cultures, values, and beliefs. Business leaders initiated change strategies by
communicating change objectives. The four participants identified the theme of
strengthening communication as the most used strategy during responses to interview
questions 1, 3, 4, and 6. According to P1, as head of the team, she engaged all
organization members and stakeholders during the change process and used
communication to facilitate transitions across the organization. Employees were also
informed about the change’s purpose and potential consequences, benefits of change
strategies, long-term impacts on the organization, and contributions to social change. P3

explained:

When communicating the change, | was explicit in conveying information to all
members in the most straightforward manner possible and fostering an
environment where they could participate in the conversation. | solicited feedback

and then explained our objectives in detail.

P2 expressed:
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Through various change management experiences, | have noticed that extensive
communication is critical in initiating change. The conversation about change
emerges from enduring enthusiasm for change that inspires and mobilizes the
synergies of listeners who contribute to identifying solutions for

transformation and encouraging others to do the same.

P4 mentioned the significance of internal communication during the change process:

Different functional groups and project teams might have distinct cultures at a
more fundamental level. For instance, the differences between technical and
marketing cultures are well documented and constitute a significant impediment
to internal communication; however, my team effectively communicated across
organizations. Communication plays a critical role in establishing and sustaining a
culture of focused creativity, which requires a clear strategic direction and buy-in

to integrate change management efforts across multiple disciplines.

P3 discussed the importance of establishing open communication to effect change:

The guiding principle has always been inspirational communication as the
concept that has the most significant impact on creativity and innovation,
including vision articulation. When communication is established, the
organization's vision becomes more explicit, and inspirational communication

assists employees in understanding the clear strategic direction.



85

P2 said, “expressing the organization’s vision has a detrimental effect on employees’
confidence unless it is accompanied by inspirational communication.” P4 noted that
“communications are not progressing along established trajectories toward a well-defined
end goal. However, an emergent process requires the involvement of everyone within the
organization for effective change implementation.” P4 explained, “If you do not establish

clear communication, plans are doomed to fail.”

P1 echoed P3’s emphasis on communicating the change process to employees in terms of
the change initiative and its consistency in relation with the organization’s vision. P4

explained:

Communication is critical, a blend of expertise and cognitive capacity for
implementing change initiatives. Communication motivates leaders' contributions
during the early stages of a new project, when they formulate their ideas and
define the problems, and later when they require feedback and insight into the
implications of their work. The evaluative role of leaders is critical and beneficial

to creativity, innovation, and the process of change.

According to P1:

| would begin by providing an overview of the change by establishing a structure
that addresses behaviors related to subordinate supervision, role clarification,
planning, and other task-oriented behaviors associated with the efficient use of

resources during the change process.
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P4 said:

For business leaders to alleviate employee resistance to change, all team
members were informed that their positions were in no way jeopardized by the
change initiative. Communication was critical in terms of managing changes. As a
result, every team member was informed and engaged throughout the change

process.

All study participants concluded that communication of the change initiative and its
implementation are inextricably linked. P1, P2, and P3 stated that it is critical to
maintaining two-way communication. P2 said, “leaders and team members viewed
communication, particularly feedback, as a critical characteristic, which undoubtedly

enabled leaders to impact process improvement positively.”

P4’s strategy report revealed that effective communication fosters an environment
where employees think creatively, convey their thoughts, and encourage employees to
take ownership of problems and projects, resulting in more creative brainstorming or
problem-solving initiatives. P1’s and P3’s annual business reports and my journal notes
on communication provided additional support regarding open communication and

employee engagement as practical approaches to support change projects.

According to Niculescu and Voicu (2018), allowing team members to express
themselves freely and maintaining open lines of communication can mitigate the apparent

lack of dispute. P1 explained that “Providing background information to employees can
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help them develop a sense of purpose, an understanding of their place within the
organization, and their significance to the mission.” P4 shared that “Communicating in
various ways enables employees to remain clear on the objective of the change. Thus, the

team appeared to feel more confident due to the leaders' practical communication skills.”

P1 asserted that, “The change initiative was more likely to fail without effective
communication.” Plexplained that. “By sharing their experiences and knowledge, the
team gave everyone involved a holistic view of the entire process. The leaders' strategy of
eliciting feedback via effective communication resulted in a favorable outcome.” All
participants concluded that effective team communication could significantly boost
project success rates, especially when team members are personally involved in the
planning and implementation processes. Effective communication was critical to the

overall success of the change implementation.

Alignment with the Literature

Theme 1, strengthening communication, was consistent with the findings of
Saxena and McDonagh (2022); throughout the change project, communication serves as a
powerful tool in ensuring employee buy-in and acceptance of the change initiative. The
business leaders' statements corroborate the VVan Zoonen and ter Hoeven (2022) study,
which noted that directing a specified communication plan can
facilitate employee alignment by offering guidance on interpreting the change. Leaders

must communicate effectively to assist employees in motivating and engaging them
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during the change initiative implementation. In this study, the adaptation of newsletters,
telephone calls, emails, and remote meetings were some mediums employed by business

leaders in communicating the change initiatives.

Alignment with the Conceptual Framework

All the business leaders secured support from the change initiative by maintaining
open communication; this method aligned with (Freezing), the first stage in Lewin's
change model. According to Lewin (1947), leaders must be transparent in conveying
organizational goals and objectives and provide team members with step-by-step
guidance on the change initiatives and the desired result. Ramos-Macdes and Roman-
Portas (2022) findings were consistent with the theme of strengthening communication
and indicated that the capacity to communicate effectively is a crucial feature for leaders,
as it is necessary for all management responsibilities and plays a vital role throughout the
organizational change. Leaders must convey accurate information to help stimulate and

engage employees during the implementation of the change initiatives.

Theme 2: Improving Employee Engagement

According to the business leaders, improving the employee engagement strategy
and soliciting employee feedback while formulating the change initiative is critical to
successful implementation. While employee involvement is vital, the leader must devise

a strategic plan for the proper execution of the change project.
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P1 noted that “Getting the employees on board with the change initiative plans
was crucial in resolving employee issues while fostering good interpersonal
relationships.” P3 said, “Trust is a critical component of the connection between a leader
and an employee, and that trust establishes a reliable link between leadership
empowerment and employee motivation leading to successful employee engagement.”
All the business leaders believed that leaders increased the likelihood of success of
change projects through employee participation from the initial stages of the change

process. P2 noted:

| consulted with each employee regarding decisions involving their unit and the
firm in general, which can be accomplished effectively at the departmental level.
While the changes were being implemented, | communicated individually with all
teams and each employee. The objective of these discussions was to engage each

employee in determining the impact of decisions on the change project.

P4 explained the impact of employee reward towards improving organizational

performance:

| pay special attention to individuals who work with passion and enthusiasm. |
established an appraisal committee whose primary function would motivate staff
while monitoring their performance. The committee's opinion would inform

management about which individuals most deserve reward and remuneration, all
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in an attempt to use employee engagement and reward strategy to motivate

employees to get involved in the change initiative.

P3 elaborated on the need for employee engagement and the significance of soliciting

employee feedback:

Employees who do not oppose the change become accustomed to the concept and
could contribute to the direction of the change. Even soliciting an employee's
input and giving the employee a voice in the change increases employee
participation and success. According to P4, leaders should engage their employees
and solicit feedback to foster employee trust and the capacity for change

implementation and sustainability.

P2 added that “Leaders should integrate assessment methods into the change
process to inform employees of their contribution. Employees who contribute positively
to the change process deserve recognition and reward.” P3 said that, “The direct
involvement of all team members at all levels is beneficial in developing cooperation
between employees and leaders, which facilitates decision-making.” P1 reported that
“Direct participation facilitated communication and built trust, which resulted in change
project awareness and acceptance.” P2 noted that “A significant component of the team's
success during the change implementation period was the manager's ability to foster an

environment where all members felt valued.”
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P4 explained:

An effective strategic goal included team members' participation plan; by creating
openness about the change objective, highlighting the project's purpose and the
financial impact on the business, which trickled down to the organization's
opportunities and employee benefits. Also, by demonstrating transparency and
considering team members' views and opinions throughout the process. Certain

employees' feedback and perspective aided in developing a successful plan.

P3 shared the critical nature of employee involvement to the success of the change
initiative, “Creating an environment where employees feel empowered to create change is
also beneficial and reflects the organization's culture. However, employees are frequently
caught up in changes initiated by others.” P4 mentioned that “Early involvement of
employees' input and impact is deemed critical.” All participants agreed that it is vital to
define a vision and then consult with employees regarding their role in achieving the
goal; business leaders must engage employees at the initial stage of the change project,

which also mitigates resistance to change.

Alignment with the Literature

Theme 2, Employee engagement, corroborates Blackman et al. (2022) findings
that employee engagement is attaining a preeminent position in change success and plays
a significant function as a precursor to performance and efficiency towards

organizational change. The business leaders' approach was consistent with the findings of
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Anggiani (2022) stated that a change initiative necessitates the adjustment of employee
behavior; therefore, the objective of positive reinforcement is to build and strengthen the
behavioral characteristics of employees through direct engagement. The business leaders
noted that the effectiveness of change implementation is contingent upon employees'

comprehension of the change, employee involvement, and perception of its worth.

Alignment with the Conceptual Framework

Employee engagement was a critical strategy that aligned with Lewin’s
conceptual framework. The second stage, the introduction of the new change, involved
business leaders implementing the change, incorporating employees' feedback, and
empowering and engaging the team through the change process. The strategies employed
by business leaders corroborated the findings of Afram et al. (2022), indicating that
leaders should encourage their employees to cultivate effective involvement to foster
alignment for the successful execution of organizational objectives. Employees become
more engaged and interested in the change initiative after being informed of its positive
impacts (Lewin, 1947). Leaders may accelerate organizational change by cultivating an
environment that encourages employees to think outside the box while also providing
equal opportunities for employees to contribute to the change initiative.

Theme 3: Reinforcing Training
Effective training may assist employees in understanding the rationale for the

change, offering tools and assistance in implementing the change, and assisting leaders in
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developing effective strategies. The purpose is to equip employees with the information

and skills necessary to implement the change initiative successfully.

P4 explained that “Leaders should provide practical induction training that
communicates the organization's goal, vision, values, and strategy and then offer regular
refresher training opportunities to ensure that these concepts are ingrained in memory and
integrated into everyday operations.” P1 noted that, “The leaders incorporated the
training strategy and educated staff on the change management process on how to be the
most effective advocates for change while supporting team members appropriately.” P1
and P4 expressed similar views and added that, “Delivering refresher leadership training
at times of change helps guarantee that everyone stays on track with the change process.”
P3 asserted that “Leaders should be trained to incrementally communicate the change to
their teams, collect employee feedback, and use it to impact change.” All participants
agreed that training employees aided in the change initiative's successful implementation
and provided information about the new procedure, allowing for employee participation

and constructive input during the process

P2 explained, "Within my organization, | establish the behavioral standards; my
employees must embrace change, and | try to set the example and tone for how the team
perceives change." P3 stated that. “Effectively managing organizational change reduces
associated fears and puts an end to the rumor mill. Training employees can ensure that

they are prepared to assist and adapt to change while attaining knowledge.” All the
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participants in the study stressed the importance of continuous training throughout the
change process, from strategy design through implementation, to ensure a smooth
transition. According to P1, “Employees better understand change via personal reflection,
so training is vital. They must assess their previous performance patterns and behaviors,
acquire new concepts to create new material, and provide leaders with insight into their
work habits.” P1 organization's annual statement ensured that every element of the
strategic management process was aligned with the long-term goals of improving

organization success.
P2 recognize the significance role of training:

By choosing a flexible format in teaching and training employees about the
change effort can take various forms. When it comes to high-level training, a live-
streamed event or pre-recorded web-based training can be effective at informing

and educating both employees and leaders.
P4 shared similar and noted:

Employees might require role-playing exercises via instructor-led or remote
instructor-led sessions and process documentation materials to learn new
procedures. The format that leaders select depends on the training objectives and

the size of the team as well as employee’s willingness to participate.
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According to P1, “When a new scheduling software program is being rolled out to
replace an existing one, employees must be educated on the functional differences, which

begins with leaders' ability to identify and convey those differences.”
P3 said that:

The transfer of knowledge is a critical part of training. An organization rebrand,
for example, requires less skill acquisition and more comprehension of a novel
concept. Employees who learn about what is new should also learn why the

change should occur.

P2 expressed,” To be effective, any change must have buy-in and a clear understanding

of the "WIIFM" (What's in it for me?) factor”. P2 further added that:

Employees have a natural aversion to the novel and unfamiliar. Simply
implementing a program and informing your organization that this is the new
normal is insufficient for most employees to understand, let alone feel enthused
about the change. Training enables teams to succeed in the face of a new reality
by assisting them in comprehending how the change will benefit their jobs and the

organization.
According to P4:

The leader must first choose an individual or training officer as the point of

contact. Even if the organization does not have an official change steering
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committee, a designated member should be equipped to drive change

management from the initiative level.

P3 claimed, “It is vital to identify the skill/knowledge gap between what employees
already know and what they will need to learn in a changing environment.” All the
business leaders empathized that training was crucial to the organization's performance
because it aided employees in understanding the purpose of change, provided knowledge
and techniques to support the change implementation, and guided leaders in recognizing
key challenge areas. An evaluation of P1, P3, and P4 employee handbooks substantiated
my observations and notes about the critical nature of employee training for the
successful implementation of change. Employee handbooks detailed necessary training
activities and the need for ongoing innovative training and development for all team

members aimed at adapting to a changing environment.

Alignment with the Literature

Theme 3, reinforcing training, is consistent with the findings from Hughes (2022),
who stated that it is vital that organizational leaders implement training programs to
improve organizational performance and build ongoing training systems to support
effective transformation. The business leaders' approach corroborated the findings of
Moric Milovanovic et al. (2022) that training and skill development are crucial
components for preparing employees for new missions and responsibilities aimed at more

extensive implementations of change. Employees must display the appropriate mix of
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skills and knowledge, which may be obtained through training, for organizational

transformation to be successful.

Alignment with the Conceptual Framework

Business leaders highlighted that training employees serve as an effective strategy
aligned with the Lewin’s conceptual framework. The strategies employed by business
leaders affirmed the findings of Dippey (2022), who noted that employee training
promotes the growth and success of initiatives and should focus on knowledge, skills, and
application. According to Lewin's three-step change model, change takes place through
the stages of unfreezing, changing, and refreezing (Lewin, 1951). Organizations must do
everything necessary to adapt to these changes effectively and efficiently and be savvy in
their use of the solutions and technology that are now available and can facilitate training

through various innovative platforms.

Theme 4: Strengthening Organizational Culture

Successful change implementation requires a healthy and supportive
organizational culture and an understanding of the relationship between organizational
culture and change management. Business leaders are better prepared for inevitable

changes when employees adapt to the organization's values, beliefs, and standards.

P3 agreed that:

The most successful change management programs include a broad employee

buy-in through organizational culture. The most effective strategy to assure
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change management success is creating clear organizational objectives for the
changes being adopted, making it easy for the workforce to comprehend and

understand what is occurring.

P1 noted that, “Strengthening organizational culture establishes uniformity throughout
the business and fosters confidence in leadership's capacity to carry out these changes.”
According to P2, “Fostering an organizational culture where employees feel secure and
appreciated enough to open up when something is wrong and provide suggestions for
improvement is paramount.” P4 shared similar views and added that, “Creating an
environment where valued employees' contributions would result in a more positive
change experience and a more united workforce capable of collaborative innovation and

idea-sharing.”

P1 stated that, “Creating a culture that is receptive to change within the
organization also requires being sensitive to employees' points of view while maintaining
empathy toward others also mitigates employee resistance and contributes to the

organization's success rates.” P3 added that:

It is critical to have a change strategy that is articulated clearly and honestly,
which guarantees that all employees understand what is occurring, when, why it is
happening, and how they may contribute to the organization's success for the

successful implementation.
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P4 explained that “Strengthening organizational culture in an ever-changing environment
takes time and that business leaders must constantly adapt to new conventions and
shifting business models. Often, new strategies are required to implement these changes
successfully.” All the business leaders agreed that for the change program to be effective,
both employees and management must analyze and comprehend the organization's
mission and vision. Once this is established, the dynamics of the new culture become

more adaptive. According to P1:

The culture-driven change management approach is critical for organizations.
Values exist and strive to incorporate them into the new vision. Strengthening the
organizational culture contributes to employee engagement by establishing a
community for employees by motivating them to participate in the change
initiative.

A review of the P2 company website revealed their change mission which is intended to

raise awareness of the change projects and to transition the team and organization from

their current condition to a desired future state consistent with the organization's culture.

Alignment with the Literature

Theme 4, strengthening organizational culture aligned the planned change project
with the organization's objective, is consistent with Patsiaouras (2022) research that
leaders who participate in the change process afford more significant support for

favorable outcomes when creating a change culture. The business leaders’ findings
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affirmed the research by Sawagvudcharee and Yolles (2022) that change agents should be
able to comprehend the cognitive and behavioral domains of the organizations and the
relationship between these domains and the effectiveness of change initiative.es that
result in strengthening the organizational culture. Encouraging a culture of trust and
employee involvement from the inception of the change implementation process may

increase employee buy-in and help create a strong culture.

Alignment with the Conceptual Framework

The third phase is when the change is executed and becomes embedded in the
organization's culture. Aligning the planned change project with the organization's
objectives corroborates Lowery-Hart's (2022) findings that when facilitating
organizational change, it is necessary to foster a culture of creativity and inclusiveness in
which all employees may participate. The study results on strengthening
organizational culture that suggests executives should integrate the change initiative into
the organization's culture is aligned with the refreezing concept of Lewin’s theory of
change. Refreezing is necessary to solidify and sustain the new process and ensure that

individuals do not return to the former processes (Lewin, 1947).

Application to Professional Practice
I utilized my research findings to highlight the successful change management
strategies business leaders employ to improve organizational performance. This study

may be valuable and provide substantial knowledge and insight to business leaders
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attempting to embark on new change projects within their organizations. Successful
change initiatives provide the impetus, energy, and vision necessary to advance new
ideas. Business leaders can benefit from a consistent change management approach that
contributes to the success of change projects (Fattore et al., 2018). The findings of this
study may influence business practices by providing a common language and framework
needed to drive change effectively. Existing and prospective business leaders from varied

organizations can incorporate the study's findings to encourage business survivability.

The business leaders recommended that management make a concerted effort to
strengthen communication regarding the change initiative. Organizational change and
communication are intricately connected processes. Internal communications play a
crucial role in the "successful™ implementation of change management initiatives and
should be consistent with the organization's vision and mission. All four participants
emphasized developing a communication strategy to manage the change initiative.
Effective communication is essential to the successful implementation of the change
initiative and has traditionally been defined as two-way communication that fulfills
various purposes, including information sharing, involvement, adherence, and feedback.
Staff conferences, remote meetings, unit and group meetings, and one-on-one interactions
were the modality of communications employed by the participants, along with emails,
social media, text messages, and notifications to communicate with team members to

secure buy-in for the change projects.
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From the study findings, it was evident that business leaders attributed their
success in formulating and implementing successful change initiatives to increased
employee engagement and collaborative efforts. According to the study's participants,
there is less resistance when leaders engage team members, and the organization adapts
to the desired state quicker. Business leaders and employees should collaborate to make
the change effort a success. Business leaders recognized the critical nature of establishing
employee trust to participate and become fully engaged in the change process. Employees
must understand the need for change implementation, how they impact the organization,
and how they benefit them as employees. Participants in the study expressed an interest
in training, coaching, and mentoring to further enlighten them on the change initiative.
The business leaders explained that developing defined strategies for engaging employees

assisted in achieving their objectives.

While organizational change is a critical initiative that encourages optimizing
organizational practices to navigate disruption (Wang, 2015), failing to consider the
needs and objectives of employees may fail. Employees may become enraged and
obstruct the change project if they believe they are not a priority. The four business
leaders ensured that employees were trained on the new initiative and participated in
training sessions. Based on the study findings, enhancing training was critical to
organizational success and assisted employees in learning the rationale for the change,
providing tools and skills to facilitate the change implementation, and guiding leaders in

identifying challenges. Training employees aims to provide strategies for resolving
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problems while minimizing disruption during the change implementation process and

ultimately improving organizational performance and sustainability.

The findings of this study add to the body of knowledge on successful change
implementation initiatives. The fourth theme, strengthening organizational culture,
emphasized the need for business leaders to be transparent about defining explicit change
objectives. Employees who understand the organization's mission, values, and processes
are more hopeful and willing to contribute to the organizational change and strengthen
the culture (Galli, 2018). The participants indicated that adapting to the new change
initiatives enhances organizational culture while building resilience. The business leaders

ensured its policies and operations were consistent with its culture.

Implications for Social Change

It is critical to analyze the strategies that successful business leaders adopt to
ensure the viability of their organizations. Successful change management strategies
could benefit communities by stimulating overall economic growth, increasing wealth,
enhancing individual living standards, and lowering unemployment rates within
communities. Business leaders who embrace the change initiatives create avenues to
improve their organizations' performance and sustainability, increasing employment
opportunities and career growth. When implementing change, the rationale for the change
is understood and accepted within the organization, resulting in agility, job security, and

economic growth. Business leaders who successfully execute change initiatives can
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reduce the need for rework resulting in increased profitability and contributing to growth

in local communities' tax revenues.

Recommendation for Action

Effective change management is critical for any organization. The goal of change
management is to maximize the advantages of the change while reducing the risk of
failure during the implementation. Business leaders may benefit from the
recommendations from this research to aid in formulating and implementing successful
change management strategies. My recommendations for action aim to inform the private
and public sectors, the business community, government entities, and employees and
stakeholders. The following recommendations will enlighten existing and prospective
business leaders: (a) strengthening communication, (b) increasing employee engagement,

(c) enhancing training, and (d) strengthening organizational culture.

The first recommendation to business leaders is to strengthen communication:
Business leaders should communicate with their teams to initiate strategic change,
integrate innovation, and optimize alignment. Communication facilitates the change
management process and fosters synergy, resulting in a more precise grasp of the plan
execution objectives. Communication promotes cooperation and aids in the growth of
collaboration by ensuring that leaders, employees, and other stakeholders are fully aware

of the responsibilities at hand.
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The second recommendation from this research is increasing employee
engagement: Employee commitment is an essential success element for organizational
change in the literature. Most importantly, leaders and employees should work
collaboratively. While leaders are crucial in creating an enabling climate for change,
employees are the primary link between the organization and its objectives. Business
leaders must create avenues for employees to submit input during the development and
implementation of change projects. Business leaders must engage employees constantly
and keep them informed about the initiative's progress. Soliciting employees' and
stakeholders' feedback is essential during the change implementation process and
enhances the quality of employee experiences. Engaging team members is critical, not
only in their specific area of expertise but also across a wide range of tasks and skills will

foster collaboration in the execution of the change management implementation.

The third recommendation to business leaders is to reinforcing training: Business
leaders who lack the strategies needed to implement change initiatives successfully
should incorporate training and development to ensure the success of change projects.
Training exercises are effective strategies that organizations should enforce to engage
business leaders and employees in change management. Prior to implementation, both
leaders and subordinates should undergo training to ensure they know and understand
their responsibilities and obligations. The training imparts and develops the necessary

knowledge, skills, and procedures for the change during the implementation stage.
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Following implementation, training programs strengthen, sustain, and reinforce the

change to ensure its long-term viability.

The fourth recommendation is strengthening organizational culture: The business
leaders should create a resilient organizational culture to facilitate alignment with the
organization's objective for successful change implementation. Organizational culture
contributes to workflow optimization, provides direction for decision-making, and assists
teams in overcoming barriers. Business leaders must ensure that the change is ingrained
in the culture to support structured work procedures and enable team members to work
collaboratively and purposefully towards the change initiative. The business leaders in
this research showed evidence of effective communication, employee participation, and

training as a precursor for organizational culture.

By incorporating the specified recommendations into business practices, leaders
can develop and implement successful change management initiatives. Leaders may
enhance their knowledge and abilities to implement change by integrating strategic
training activities for team members. The findings from this study can serve as
mechanisms for improving business practices and change management strategies to
ensure organizational success. The relevant data from this research may transfer to local,
regional, and global organizations to illustrate practical change management applications.

| intend to disseminate the study's results to business professionals, researchers, and
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regional and global organizations through academic journals, consultation, educational

seminars, workshops, and conferences.

Recommendation for Future Research

| used a qualitative multiple case study to explore successful strategies business
leaders implement to drive change management initiatives to improve organizational
performance. | conducted the study in St. Lucia, Caribbean region. The research findings
show that failed change implantation strategies are pervasive throughout organizations in
St Lucia. Circumventing an organization-wide problem may not be impossible but could
remain a formidable challenge for business leaders. The limitations in the study consisted
of small sample size and generalizing and transferring the findings to other organizations
did not allow for a more comprehensive and objective exploration of the successful
change implantation strategies. For future research, two recommendations are made,
including an increase in the sample size and generalizing and transferring the findings to
other organizations. Researchers interested in advancing this study could consider
including business leaders from diverse organizations and industries to explore their
successful change management practices to ascertain the differences and find
benchmarks. Analyzing data from diverse organizations may uncover innovative
strategies that business executives can employ to increase their success rate when
planning, managing, and implementing change initiatives. Second, for this study, I
interviewed four participants; however, future researchers could incorporate perspectives

from a broader range of participants to acquire a more robust understanding of the
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participant's perspectives on the strategies that contribute to the success of change
implementation. Researchers should recruit a diverse group of participants to obviate

narrow population analysis (Feehan & Cobb, 2019).

Reflections

My doctoral study process was both challenging and fulfilling. Considering the
ambiguity surrounding the COVID-19 pandemic and mounting evidence of the global
implications, | began to reconsider my doctoral journey. | contemplated whether I should
proceed or wait until I knew the trajectory of the pandemic. Nonetheless, | observed how
global organizations struggled to sustain their operations as the business leaders lacked
the strategies needed to adapt to the rapid changes, which fueled my motivation to
continue researching successful strategies to drive change management initiatives and to
leverage my research in contributing to the body of knowledge to inform global leaders.
In adherence to research ethics, my role as a doctoral candidate utilizing a qualitative
multiple case study was to gather reliable data without bias. | began the research process
hoping that competent business leaders would provide reliable data to address the
research question. The research process compelled me to exercise self-discipline and
make certain compromises, most notably in devising strategic time management plans to

facilitate the attainment of my doctoral degree.

My chair provided unwavering assistance and constructive feedback and worked

extensively to ensure my study aligned with the doctoral study checklist. The committee
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further ensured that my study was about an actual business problem and that the study's
design was comprehensive enough to yield meaningful results. While the assessments
were extensive, the academic rigor remained critical. Throughout the data collection
process, | encountered four experienced business leaders who offered diverse
perspectives and contributed to the body of knowledge to educate existing and

prospective organizational leaders on successful change implementation strategies.

I am thankful for this journey and proud of my accomplishments. As a business
professional, | attempted to fill the gap in understanding an effective business practice to
inform the body of knowledge. My doctoral research was motivated by a personal desire
to understand change management and develop a common language and framework for
driving successful change. | believe that my most significant achievement as a
professional is demonstrating integrity while laying the basis for others to emulate. | hope

my journey will profoundly impact other individuals and propel them to attain success.

Conclusion
Based on the research findings, it is evident that change has become the new
normal and is taking place in every organization. Modern leaders must be adequately
equipped with specific change-related capabilities to ensure the change initiative's
success. | conducted this study during a pivotal moment in human history, when
contemporary organizations were undergoing significant shifts because of, among other

causes, the COVID-19 global pandemic; mergers and acquisitions;
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innovation, technological development, and artificial intelligence. Multicultural teams
serve global organizations with diverse social origins, perceptions, and behaviors. These
idiosyncrasies control how things are done because they influence the quality of
interactions during organizational change processes and the outcome of the initiative.
Each organizational change project is unique, necessitating the adoption of distinctive

approaches and strategies to achieve beneficial outcomes.

The purpose of this qualitative multiple case study was to explore strategies that
some business leaders use to successfully implement change management initiatives for
improving organizational performance. The conceptual framework | utilized as a guide in
the research was Lewin's theory of change. | employed the research method and design to
develop the research scope and corroborate the data collection activities. For this study, |
collected a breadth of data on the central research question from four business leaders
from St Lucia via semistructured interviews, organizational documentation, including
strategy documents, yearly business plans, employee handbooks, journal reflection, and
evaluation of business websites, which also facilitated the methodological triangulation. |
utilized NVivo software to organize and analyze the data. The four primary themes that
emerged were (a) strengthening communication, (b) increasing employee engagement,

(c) enhancing training, and (d) strengthening organizational culture.

From the findings, it was evident that business leaders consistently applied

innovative strategies to manage and implement change initiatives. All the business
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leaders acknowledged that change implementation was challenging. Business leaders and
employees involved in the change project should be adequately equipped and
knowledgeable about the change mission. This study's findings could assist business
leaders in improving change management implementation rates by formulating successful

strategies critical for improving organizational performance.
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Appendix A: Interview Protocol

Date of Interview:

Start Time: End Time:
Interview Protocol
What will you do What will you say- Script
eIntroduce the interview and welcome the My name is Vickey John-Joseph. | appreciate

participants

your devoting effort and time to participate

in this research project.

| am researching the successful strategies
business leaders use to drive change
management initiatives. My central research
question that will accelerate this study is:

What successful strategies have business
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leaders implemented to drive change
management initiatives for improving

organizational performance?

Demographic Questions:
*What age group do you belong to?

*What is your highest educational

attainment?

eHow long have you been with the present

organization?

eAllow the participant an opportunity to eHow many years of company leadership

. i ?
introduce themselves experience do you have:
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| will thoroughly review the consent form
with the participant and get an affirmative
agreement to record the interview. | will
notify the interviewees that the interview
will take 45-60 minutes and that they can

terminate at any point during the session.

Commence interviewing with the approved

research questions.

e Listen for nonverbal cues.

e Paraphrase as required.

e Follow up with probing
guestions to obtain more

thorough replies.

| will seek your responses to 7 interview
questions and will record and take notes
throughout our interview. Your participation
in this interview, as well as the contents are
both private, and | will maintain the

confidentiality of the proceedings.
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Do you have any questions or concerns
regarding the confidentiality of your

participation in this study?

Do you have any issues or questions
concerning any aspect of the process that |

have stated thus far?

1.What key strategies did you use to develop
and implement change management
initiatives for improving organizational

performance?

2. How did you assess the effectiveness of
your key change management strategies to

improve organizational performance?

3. What strategies did you use to involve

staff in the development and

implementation of the change management

initiatives?

4. What strategies did you use to

communicate the developed change
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management initiatives to mitigate

resistance from employees?

5. What were the key challenges, obstacles,
or barriers, if any, that you encountered in
developing successful strategies to

implement change management initiatives?

6. How did you address any key challenges,
obstacles, or barriers you faced in developing

successful change management strategies?

7. What other information would you like to
offer that we have not already covered
regarding successful strategies your
organization developed and implemented to
drive change management for improving

organizational performance?

eConclude the interview, thank the

participant

| will convey my appreciation and gratitude
to the participants for their involvement and
their valuable contribution in completing my

research towards attaining a Doctor of
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Business Administration(DBA) degree in

International Business.

eArrange follow-up Member checking

process.

This interview will be transcribed within 14
business days, and a summary of my
interpretation of the most notable concepts
will be sent to you via email. Kindly evaluate
the information to confirm that | accurately
captured the essence of your comments. |
will contact you via telephone or email to
conduct a follow-up interview to

solicit feedback regarding my

interpretations.

eComplete the interviewing process.

The interview process is complete after the
participant has validated the interview

transcript.
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Appendix B: Email Invitation to Participants

Dear (Participant),

My name is Vickey John-Joseph, and | am a Walden University doctorate candidate. | am
writing to invite you to take part in the research study that | am undertaking. My study aims to
explore strategies that some business leaders use to successfully implement change
management initiatives to improve organizational performance. In this study, | propose to
interview at least four to six business leaders. The interviews will be performed virtually using
Zoom and will be recorded with your permission and consent. Your confidential responses will
be stored with the utmost discretion and not be shared or published with any other individual or

organization.

| will offer to share the results with you after completing the study because | want to
ensure that the findings are accurate. | will not compensate you for your participation in this
study; however, your contribution may support business leaders with knowledge of successful
change management strategies. | invite you to read the accompanying consent form thoroughly
because it contains information about the criteria for potential participants in this doctoral
research. If you agree to participate, please respond by email with "I Consent," addressed to

vickey.john-joseph@waldenu.edu; kindly include any concerns or questions you may have about

this invitation. You may also contact me at my cell phone number (758)-727-7055. | appreciate

your consideration of my invitation.

Yours sincerely,


mailto:vickey.john-joseph@waldenu.edu
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Vickey John-Joseph, MBA
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Appendix C: Letter of Cooperation from Research Participant

Dear Vickey John-Joseph,

| hereby accept your invitation to participate in the research project titled

Successful Strategies to Drive Change Management Initiatives Within Global
Organizations. | consent to a virtual interview via zoom videoconferencing at a prearranged date

and time. | agree with the recording of the interview.

| acknowledge that my participation is entirely voluntary and that | will receive no
compensation. | understand that | may withdraw from the research at any time if my
circumstances change. | understand that the student researcher will not reveal any
organizations or individuals in the doctorate project issue released by ProQuest. | certify that |
am authorized to accept research done in this setting and that this proposal conforms with all

organization-specific regulations.

| understand that the data obtained will be held in utmost confidentiality and will not be
shared with anybody other than the Walden University Institutional Review Board along with

supervisory faculty/staff.

Sincerely,

Participants’ signature Date
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Participants' name printed
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