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1 Preface

Progress is representing a decisive factor in our economical world. However, it is
not only about technological progress, but also about inner organizational
procedures and structures which need to be altered in order to achieve further
improvements and constantly stay primed for competition as necessary. Based on
that, change will always be present. Thereby the process of change requires
professional treatment to achieve the desired outcomes. A change is only as
valuable as the related accomplishment.

The importance of the topic change management, to deal with efficient realization
of planned alterations, is very attractive to the writer of this thesis. Handling
people in the course of entering the unknown is not only exciting, but also
challenging. It is highly fascinating dealing with human behavior and sensation
concerning change.

The natural identification of that preference was resulting from an internship in
OMV. Thereby, the author was instructed to create a communication concept for a
change measure. Based on that, the investigation of a chosen change management
approach was offered by DDr. Herwig Kohla, MBA Head of the Project Services
Department.
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2 Introduction

The management of change and the related implications are in the focus of this
thesis. For that purpose, a two-step approach is chosen. Before the empirical
analysis is conducted, general knowledge about change management and the topic
of resistance is provided from theory. That is done in order to create insight into
this area and create awareness about the importance concerning change
management. What is more, relevant concepts to handle change from the
leadership perspective are provided, possibly useful for avoiding resistance prior
to emerging.

The central target is about generating knowledge concerning the adequacy of a
given change management approach chosen in OMV’s Corporate Project
Management. The writer of this thesis is therefore engaged in the Project Services
Department of OMV, representing part of Corporate Project Management. OMV has
chosen to implement a “single language” for the daily project work used in all
projects across the group. Unification of project management procedures is
representing the main purpose thereby. The implementation of this approach is
analyzed in the empirical part.

For that purpose, focus of the empirical part of this thesis is on readiness for
change, used in order to identify and localize the resistance to change. It is to be
analyzed, in which an area’s resistance could emerge and which other variables do
not have any influence. Based on that analysis, management recommendations are
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to be deflected. That is in order to provide OMV with the acquired knowledge
concerning the change management approach in a well exploitable way. However,
before further details are given, the need for change as central driver is defined
below.

2.1 Need for Change

Despite the fact, demand for change is omnipresent in multilateral manner, there
will always be one constant in place: the need for change. Change introduces many
new challenges in order to handle difficult situations, where no precedent is
available for review. In a rapidly changing world, whose rate of change is fueled by
the development of new technologies like communication media, businesses and
their managers are not only encountering increasingly complexity within each
individual market but also the dynamic international markets as a whole. In such a
highly accelerated world, new situations will always be present and therefore
making change necessary (Paton, McCalman 2008, pp. 5-6). To survive in this
dynamic fast changing world, companies have to deal with flexibility and
spontaneity to at least be able to react in the cases where environmental influences
require adaptation (Deuringer 2000, pp. 1-2).

However, external pressure can be resulting in a shortage of both, time and
resources on the one hand, as well as increasing complexity on the other. In that
case, finding a new way of doing business is advisable what is strongly influencing
organizational structures as a result. In total, a huge number of reasons for change
is available, describing the necessity of change. Some exceedingly important ones
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to be mentioned deal with competitive pressure, globalization, global instability,
demand for productivity or even sustainability (Holbeche 2006, pp. 26-33).

It is hardly disputable that, not only change per se but also the related professional
treatment, is decisive for success. The importance of that topic represents a main
driver for the conducting of this thesis. The central target therefore is available
below. Further, the Project Services Department is introduced and an overview
about the different sections of this thesis is given.

2.2 Project Services Department
The place of data acquisition for the empirical part of this thesis was the Project
Services Department in OMV, representing part of the Corporate Project
Management. The Head of the Department, DDr. Herwig Kohla, MBA is acting as
supervising tutor respectively client in the course of the thesis. The Project
Services Department is dealing with projects in terms of providing services, in the
form of information and guidance in different areas of project work. The areas of
the department include cost planning, scheduling, risk analysis, and contract
management. The services are provided to group projects that are operating
around the globe. In addition, Petrom, a Romanian Oil Company representing part
of the OMV group, has developed a Project Services Department that recently
started reporting to the firm’s headquarters.

The arranged change approach is primarily focused on unification. The central
topics of unification include the definition of the unique project phases, roles and
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responsibilities, reporting structures as well as unique terminology in order to
create a single language for projects. Therefore, projects are not only easier but
comparable since they follow the same unique approach. Furthermore, some
projects are also provided with additional support from the Project Services
Department and in general receive a higher level of professionalism from the
department and as a result are expected to achieve the project’s goals and improve
the overall efficiency of the projects themselves. The determination of whether the
right approach to motivate people to follow new procedures was utilized will be
examined in the empirical part of this thesis.

2.3 Research Question(s)
The research question is divided into three parts. The first one is thereby dealing
with the influencing factors on the readiness for changes respectively the related
areas. Furthermore, the focus is on more detailed answering. Localizing the certain
areas of resistance based on the readiness for change is the target. Going one step
further, whether the project’s success is influenced by any of the chosen variables
is in demand in the third part of the research question(s), available below:

Are the different areas of readiness for change affected by the support of
leadership and the internal context?
-

Which areas are specifically causing resistance?

-

Is the project’s success affected by any of these variables?
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2.4 Structure of the Thesis

With the preface and introduction representing the first two sections, this thesis
consists of seven major sections. The third section is dealing with the theoretical
outline, explaining the main terminology related to change management as well as
the historical development. In section four, resistance to change and related
implications are explained. Following this explanation, the subsequent section is
dedicated to the description and role of leadership as a decisive part in order to
handle change and overcome resistance in section five. Section five is accompanied
by a certain sequence to handle a change situation. Section six is dealing with the
empirical part, analyzing which other factor in an organization can have an
influence on the readiness for change. Section seven provides solutions to the
research question(s) before management recommendations are deflected in
section eight. Finally, section nine deals with the conclusion.
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3 Theoretical Outline

First of all, basic introduction to the topic is given. Thereby, elementary
terminology is explained. That serves as a basis to create the necessary
understanding of the following. In addition, basic historical developments as well
as different types of change are part of this section.

3.1 Terms and Definitions

Essential overview is given about the domain change management and its basic
format. Furthermore, the terms change process, change project, change manager,
critical success factors as well as stakeholder are elementary contoured. As a
result, general insight into the topic should be pursued before further theoretical
introduction into the area of change management is given.

3.1.1

Change Management

The literature offers a large number of definitions for the term change. An example
is the understanding of change to be the replacement of one thing in place of
another. Changes can show different characteristics. They can be large or small,
desired or resisted, as well as revolutionary or even evolutionary.

The term change management refers to a concept including a number of
instruments, methods and practical conclusions concerning the topic of change
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(Seewald 2006, p. 7). Successful change management deals with managing the
duality between operative business and necessary change to be adequately
regulated (Kraus et al. 2006, p. 20). It is seen as one of the most crucial areas a
manager must maintain focus. This topic started to be highly present only a few
decades ago. It is sometimes confused with the development of an organization
which is only a part of the subject of change management. Organizational
development represents a meta-concept, subsuming a number of other concepts,
eventually being partly contrary (Kraus et al. 2006, p. 14).

“The term used to describe activities involved in (1) defining and instilling new
values, attitudes, norms, and behaviors within an organization that support new
ways of doing business and overcoming resistance to change; (2) building consensus
among customers and other stakeholders on specific changes designed to better meet
their needs; and (3) planning, testing, and implementing all aspects of the transition
from one organizational mission, structure, or business process to another”(Raynet
Marketing Dictionary 2012).

Change is seen as one of the most reliable constants in the business world. All
techniques in relation with handling change are composited by the term change
management. It is the description of the route from an initial point to a specific
objective. Therefore, change management is not dealing with the content of the
goal, it is describing the path to reach it. The organizational goals derived from
strategic planning are to be realized by the use of change management techniques.
The related process can be both, reactive to a given crisis or even proactive, for the
purpose of setting up the basis for future development. Although this proactive
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behavior is generally seen as difficult to realize it is viewed as being more efficient
because the path is cleared prior emergence of the challenge (Lauer 2010, pp. 3-4).

Recent diversification of the business world strongly impacts organizations
interacting in a changing environment. The rapid emergence of new players in a
global world or even explosions in technological advancement, have created new
needs for organizations. They have to be faster while maintaining enough
flexibility to adapt to changing conditions (Carr et al. 1996, p. 3).

3.1.2

Change Process

The process of change is seen as the process of “aligning people, resources and
culture with a shift in organizational directions” (Carr et al. 1996, p. xiii). It is used
as a collective term to contour all types of organizational change (Greif et al. 2004,
p. 28). They are usually dealing with intentionally directed adaptations of
organizational structures, procedures, rules, methods or even ways of behavior,
just to mention some examples. The change process is usually following the idea of
improving the current situation (Greif et al. 2004, p. 59).

The process is dealing with the plan of action, which is designed by a manager in
order to facilitate a substantive change that adapts to the context. The achievement
of a certain goal in the course of change depends on altering several aspects of the
organizational context. Change processes also tend to have impacts on future
changes. In fact, the way someone is handling the process of change will prejudice
the concerned people sensation on change (Paton, McCalman 2008, pp. 156-157).
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In order to identify the link towards a concrete change to be done, the term change
project is defined in the following paragraphs. It is dealing with an approach to
handle a specific situation, which can be handled using project management
methodologies.

3.1.3

Change Project

The term project refers to a specific task which can be identified through financial,
personnel, temporal and even more specific targets. It is clearly confined from
other propositions and is unique due to project specific organization (Greif et al.
2004, p. 59). There is a fundamental characteristic to be mentioned that most
projects have in common. That is “the projection of ideas and activities into new
endeavors” (Lock 2007, p. 2). The most crucial point of dealing with a change
project is implementing tools and techniques for the purpose of successfully
completing a specific project. Change on that point is seen as inevitable and every
project has to deal with it, in case the project is not generally set up for the purpose
of handling change (Baca 2005, p. 1).

Projects are generally characterized by having a clear defined starting point as well
as an end point. Therefore, all organizational changes, which fulfill the above
mentioned characteristics of a project and being temporarily specified, can be
denoted as change projects (Greif et al. 2004, p. 57). In the course of handling a
project, the project manager has to at least provide a plan reducing complexity
along the proposed course of time. Project management is not a new concept.
When looking back through the history of civilization, there were many complex
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construction projects that were completed thousands of years ago that would
baffle even today’s most prominent project managers. It is hard to imagine that
impressive structures like the Egyptian pyramids were constructed without any
form of structure or planning (Orrige 2009, p. 54).

3.1.4

Change Agent

A change agent represents a decisive role in the course of change. This term deals
with an important assignment for success, handling the challenge of acting as the
promoter of change. The functions of a change agent are extensive, ranging from
the planning, implementation, and development of the project to controlling and
negotiating the several phases associated with organizational change (Greif et al.
2004, p. 59). He is managing the process of change in the related stages. His main
purpose in the course of change for a company can, based on that, be characterized
by “improve individual and organizational performance and effectiveness” (Gilley et
al. 2004, p. 8).

Optimally, the change agent is a person with impressive credentials. To facilitate
change successfully, the ability to assess oneself and self-confidence is highly
recommended. The emanation of confidence and commitment should convince
others. It requires a substantial amount of courage as well as a mindset focused on
potential organizational setting in the future and most importantly to remain risk
averse. It is understood that the role of the change agent is not only challenging,
but also dispositive in the course of change (Gilley et al. 2004, pp. 2-3).
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In the optimal case, a certain change project is completely clear for a change agent.
However, in most cases, this does not occur. Although, in many cases, change
agents are contracted by an individual or party who someone only has an obscure
idea of what the result will be. As a result, an interactive process is usually
implemented (Miller 2002, p. 1).

However, the writer of this thesis considers that, when a given change is to be
handled by a change agent, it is very useful to have specific goals and targets to
reach while the change occurs. For this purpose, critical success factors could be a
viable approach, described after the stakeholder concept.

3.1.5

Stakeholder

The term stakeholder for the purpose of change management describes change
related persons in the organization. They are at least to be taken into consideration
for successful implementation of change projects. The relevant persons for an
organization in that sense could, for example among others, being the
management, customers or contractors. In the course of change, all people and
groups relevant for the success of, or having any kind of influence on the change, in
any sense of the word are included as one of the stakeholders (Greif et al. 2004, p.
33).The stakeholder theory has been exposed to intense development over the
past 30 years and has been used to solve several specific issues. Ethical problems
caused by capitalization as well as the managerial mindset captured important
roles for the emergence of this concept (Freeman et al. 2010, pp. 4-5). Increasing
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public awareness of organizational behavior is a main driver for developments in
the area of stakeholder theory (Freeman et al. 2010, p. 182).

3.1.6

Critical Success Factors

For restructuring purposes, critical factors are to be defined in order to create
criteria for measuring desired achievement (Cameron, Green 2009, p. 194). Factors
of success can be defined as a collective term for all hypothetical and theoretical
variables, preconditions as well as their characteristics and interdependencies.
They are generally seen as decisive for the success regarding a specific purpose in
a given situation. A certain change process can be both, reclusively or even in
combination with other factors, being affected by success factors (Greif et al. 2004,
p. 38).

It is highly recommended to define critical success factors for a particular change
situation. In the cases where the critical success factors are met, they will ensure
success resulting from a particular change. However, their identification is a
prerequisite. The characteristics of the factors depend on situational contexts.
These CSFs can be influenced, for example, by organizational strategy, culture,
infrastructure or internal process for example (Cameron, Green 2009, p. 194).
Defining CSFs can be approached two different ways. The first one is concerned
with setting specific constraints and objectives. The second approach, basically
representing an enhancement of the first one, is dealing with defining options and
paths that have a correlation with the original objectives. Constraints, in
combination with objectives, are the most beneficial to create due to the small
13 | P a g e

amount of effort required to trace them. To the contrary, eventually all options
have to be broken down in order to adapt to requirements. This step is necessary
because of the disorganized nature of the environment where diverse options exist
(Paton, McCalman 2008, p. 113).

An important aspect accompanying the process of change is acquiring feedback.
Handling feedback honestly is a highly valuable tool and can be decisive for
potential improvements concerning critical success factors. Change processes tend
to stagnate in the case of missing feedback. The potential improvements for the
purpose of efficiency do, to a decisive extent, emerge from employee motivation.
Their readiness for change is a central aspect to be taken into account (Coleman
2002, p. 52). Due to this fact, readiness for change is central to the purpose of the
research of this thesis and thereby acting as a key element for answering the
research question(s). It is evaluated by the use of different variables of readiness
for change, explained in more detail in the empirical part.

3.2 Historical Development

The development of change management as its own discipline is closely connected
to the development of organizational theory in general. This theory’s origin dates
back several hundred years BC, when the Romans or the Greeks figured out the
practical benefit of a structured organization. The classical organizational theory is
seen to have been originated in the eighteenth century in Britain, during the
emergence of the factory system. There were several additional developments
influencing modern organizational theory, ranging from the neo-classical theory
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after World War II, over Weber’s bureaucratic approach and the systems theory in
the 1960’s up to today’s modern technological influencing factors (Holbeche 2006,
pp. 117-118).

Several decades ago, the general purpose of management was seen to be related to
setting up strategies. The related change was seen as a natural consequence to
strategy implementation. Analyzing that topic was not identified as being
important. However, over the course of time, awareness about the topic of change
was developed and as a result of this fact, it was determined that change is not only
a mechanic process but has to be supported by the stakeholders (Lauer 2010, p. 4).

Recognizing the fact, that human relationships can influence employee
performance established its roots in the first half of the 20th century. This is based
on the outcomes of the Hawthorne experiments (Kaune 2004, p. 12). This study
was focused on examining different environmental influences on performance,
behavior, and the health of various groups of women. The outcome was surprising
as well as interesting. In every case of change, regardless in which area, an increase
in performance resulted. This phenomenon was defined as a result of social
interaction. Finally, the social aspect in groups and the related dynamics rose to a
higher preference level than monetary incentives (Ulich 2005, pp. 39-40). Later on,
the Laboratory Method, as well as the Survey-Feedback-Process, led to further
findings concerning the relevance and social construct of change. Both approaches
are closely related to action research of Lewin (Kaune 2004, pp. 12-13).
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Nowadays, there is widespread cognition of the fact, that fast technological
progress is affecting and especially changing the working conditions in
organizations. In addition, strong ravages of restructuring in the course of the
1990’s, led to a high level of change in organizational setups. Workloads got more
imbalanced and the connection between employees and management decreased.
Clashes between human relations theories and organizational structures emerged.
Resulting from that, the demand for spanning the arc across ever-increasing
efficiency and employee commitment and satisfaction increased beyond anything
expected from them before (Holbeche 2006, pp. 117-118).

Over the course of time, the world is changing in a radical way. Nowadays,
everything is faster than even some years ago. Managers have to work more, being
more efficient, caring about more different challenges at the same time, bearing
more and more responsibility. Everything is changing rapidly, but prior to the
realization phase of something new, it is already obsolete. The emergence of the
professional management of change is a result from this reality (Doppler,
Lauterburg 2005, p. 21).

In total, a lot of research has been conducted in the area of change management
over the past few decades. However, the demand for change literature remains
high. In a rapidly changing world, the optimal way of dealing with change has still
not been figured out, evidenced by the fact that the reported failure rate is at about
70 percent (Paton, McCalman 2008, p. 3).
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3.3 Types of Change

Change can be described by the use of different types of change. A considerable
number of change types are described throughout the literature. Some related
approaches to characterizing these different types of change are described in the
following paragraphs. They should serve as a basis for further understanding of
the different characteristics of change.

3.3.1

First- and Second-Order Change

A possible approach is to differ between first-order and second-order change.
First-order change is referred to as minor adjustments or any slight improvements.
They represent the major part of organizational change. First-order changes are
assumed to happen naturally in an organization. It does not, therefore, require
organizational control in every case. However, attention to ensuring the
development of employees is required. Usually, first-order changes deal with
routines as well as standard issues and measures. Therefore, it is mainly following
a short term approach (Gilley et al. 2001, p. 23).

Second-order change, also known as transformational change, tends to be more
radical when compared to first-order changes. It is associated with fundamental
shifts in the organization’s structure. Implementation of new and unknown
elements in the working environment is necessary. It usually includes extensive reshaping of the organization’s core processes, culture, management structures or
goals. In comparison to the first-order change, the second-order change is
targeting the organization’s long term development (Gilley et al. 2001, pp. 23-24).
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3.3.2

Three-Category Approach

A more theoretical approach requires dividing the different types of change into
three main categories. Those types mainly refer to the variety respectively level of
change. Changes can be categorized as developmental, opportunistic or
transformational. The developmental category deals with a constant level of
incremental change. It can be seen as the continuing organizational evolution. The
opportunistic category deals with a favorable combination of given circumstances.
It can be partially planned, but generally requires a manager with a coincident
character, where arising opportunities are taken. As already mentioned in the first
approach above, transformational changes in turn, refer to altering functions,
structures or conditions. In this situation, an intense challenge exists. The path
leading towards unspoiled areas is plagued with overwhelming amounts of
uncertainty (Matejka, Murphy 2005, pp. 76-79).

3.3.3

Matrix Approach

A further approach is combining different aspects of change in the form of a matrix.
This approach uses two different dimensions for the purpose of classifying change.
On the one hand, change is seen to be either proactive or reactive. On the other
hand, it is either incremental or transformational. For illustrative purposes, a
matrix is used (Hayes 2010, p. 26):
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Figure 1. Types of Change

Tuning usually occurs in the cases where there are no exigent requirements
needed in order for change to occur. It is basically improving given procedures in
an open minded approach, constantly scanning the situation for the purpose of
advancement. Adaptation is to be seen as a reaction to an external demand. Change
could, for example, be the reaction to an implemented change of a competitor, thus
influencing market needs. Re-orientation mainly refers to organizational realigning itself to meet the future goals and requirements of management. It is
therefore a forward-looking approach. Re-creation finally, denotes reactive change,
examining almost all basic organizational elements. However, the incremental
change is seen to be the most common one, whereupon an organization could be
involved in different types of change at the same time (Hayes 2010, pp. 26-28).
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3.3.4

Complexity Differing Approach

In the course of this approach, procedural change, structural change and cultural
change can be distinguished. Thereby, the degree of complexity represents the
central determination criteria. The change of a procedure is usually easy to
communicate in terms of content. It does not usually refer to complicated
technological knowledge (Whitaker 2010, p. 9). Furthermore, it is dealing with
experiencing stronger social and behavioral influences. As far as procedural
change is concerned, it must be adopted by the employees, it tends to be bottomup in the optimal case (Waldersee, Griffiths 2004, p. 428).

The level of complexity increases when dealing with the cases that involve
structural changes. They generally tend to be larger changes in comparison to
procedural changes and are usually treated using a unilateral approach. Therefore,
they tend to follow a top-down approach (Waldersee, Griffiths 2004, p. 427).
Structural change is a matter of organization and management. However, this does
not automatically mean that people are changing their behavior, especially, when
the challenge tends to be a situation involving cultural changes. When changing the
culture, the soul of the organization is affected. That is to be approached using a
complex long term approach (Whitaker 2010, pp. 11-12).

The next chapter concentrates on the central area of this thesis. Resistance to
change represents a crucial part in the course of every change. Without adequately
handling this topic, change projects can easily miss their target. Due to that reason,
resistance is treated in more detail than the other theoretical parts. Subsequently,
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it is made up by focusing on the topic of leadership, as the most important factor
when counteracting resistance.

The different approaches mentioned above serve as a basis for understanding the
different aspects of change which could be used for categorization. The regarding
classification obviously depends on the given situation, resulting from that and is
giving hint to the potential variety of change.
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4 Resistance to Change

The central target of this thesis focuses on the phenomenon of resistance to change
itself. It is one of the key elements of dealing with change. In the course of the
empirical part of the thesis, the used terminology refers to “readiness for change”
as the target of an investigation. This can be interpreted as the opposite of
resistance. Therefore, the lower the readiness for change the higher is the
resistance by assumption. As previously mentioned, managing change is closely
related to managing people. Therefore, the people’s perspective is to be taken into
account. In the following paragraphs, general assumptions on the constructs of
resistance are given. That is accompanied later on by levels of resistance, specific
forms of resistance as well as the topic of the complete avoidance of the emergence
of a potential resistance. For this purpose, an eight-step approach was explained
above. This represents a viable approach to deal with adequate treatment of
change situations and comparably minimizing resistance.

4.1 Basic Assumptions on Resistance to Change
Basically, managing change deals with the management of people (Holbeche 2005,
p.66). Thereby, people are assumed to go through four different stages throughout
the process of a change. These are initial denial, resistance, gradual exploration
and eventual commitment (Bovey, Hede 2001, p. 534). In the first stage, people
will just deny to be affected by the change in any manner. When change is once
recognized to really occur, the usual reaction is resistance to support it. In the
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course of implementation, employees are often engaged in trainings or workshops
to explore the change accurately. Finally, commitment develops, associated with
the sensation of people involved with the change, particularly dependent on the
way each individual explored it (Lussier 2008, p. 211).

Unconscious processes regularly arise. People use habitual defense mechanism in
order to protect themselves, without being explicitly aware of their existence. This
could cause change to be hindered from adaptation on the individual level (Bovey,
Hede 2001, p. 534). Therefore, one of the most crucial parts concerning change in
an organization is closely related to employee sensation of the whole process.
People have to deal with going from well-known structures towards something
unknown. The failure of many large changing projects is caused by resistance.
Resulting from that, dealing with resistance is representing a critical part in the
scope of duties of a change agent (Bovey, Hede 2001, pp. 534-534). Employees
could be significantly affected due to change. Dependent on the specific nature of
the change, it can not only offer huge opportunities, but could also be interpreted
as strongly threatening, at least in terms of subjective employee sensation
(Holbeche 2006, pp. 26-33).

4.1.1

Resistance Specific Reactions to Change

Resistance can emerge in different ways. Thereby, four main areas exist for
possible reactions and can be defined to identify the resistance. The following
illustration provides an overview of these typical reactions to change measures
(Holbeche 2005, p.76):
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Figure 2. Potential Resistance to Change

These typical reactions are caused by several different circumstances. From a
managerial or even organizational point of view, it is important to evaluate the
sources of resistance in order to overcome it in an adequate way. The central aim
is to convince people through attractive vision statements, reward strategies or
other beneficial prospects to transform resistance into approval. This is necessary
for the success of a change process (Holbeche 2005, p.76).

However, management often tends to ignore the human dimension of a change
process. Mainly focusing on the technical aspect is a very popular practice.
Developing strategies and action planning are in the foreground because of its
quantifiable character. But the human dimension is in many cases equally
important. The major part of the money invested in a change is provided for the
purpose of the process itself instead of improving communication about the goals
of the process or training programs. This causes the disregard of employees, which
is likely to result from the above mentioned forms of the reactions to change.
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Hence, the human dimension is recommended to attract more attention in order to
overcome resistance even before its emergence. Balancing the needs of the
organization with those of employees is the objective to be pursued. That could
cause a rise in efficiency (which is likely to generate quantifiable results later on)
in what management requires (Bovey, Hede 2001, p. 534).

4.1.2

Forms of Resistance

Related to the forms of resistance, several aspects can be distinguished. These deal
with active or passive, as well as verbal or nonverbal forms. The certain form is not
only caused by a specific behavior, but also emerging from different sensations.
Some of them are more difficult to recognize than others. The following chart
illustratively shows possible different forms of resistance (Doppler, Lauterberg,
pp.337-339):

Figure 3. Forms of Resistance
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Both, the verbal as well as the nonverbal forms of resistance are recognizable
when in an active shape, at least when being sensible about it. They deal with an
offensive way of communicating either oral or through specific behavior (Doppler,
Lauterberg, p.339). It does deal with recognizable physical action. Therefore, these
forms are easier to overcome than the passive forms (Bovey, Hede 2001, p. 536).
The passive and nonverbal forms are more difficult to recognize, which is
necessary as a basis for counteraction. This kind of seclusive behavior is therefore
the more crucial point to care about when creating ways to overcome resistance
(Doppler, Lauterberg, p.339).

Especially weariness, as a passive and nonverbal form of resistance, is part of
unconscious behavior (Bovey, Hede 2001, p. 535). It is defined as behavior and
intention below the level of awareness. They are involuntarily reactions to change,
what can be seen as a kind of defense mechanism reacting to psychological danger
(Fiske et al. 2009, p. 258). This is closely related to the emergence of anxiety. It is
one of the most unpleasant feelings and can result not only from external danger,
but can also be experienced internally, not due to any obvious reason. This anxiety
can result from different experiences in the past as well as other worries or fears.
Unconscious forces can have stronger influence on human behavior than
conscious. People subconsciously develop habitual defense mechanisms that
emerge for self-protection purposes. This causes people to shift mental energy to
anywhere else but the changing process and leads to a lack of energy for
understanding what really is happening during the change. The potential of
inefficiencies resulting from unconscious forces causing resistance are tremendous
(Bovey, Hede 2001, p. 536).
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4.1.3

Levels of Resistance

Several different levels on which resistance could occur are to be alluded. The
levels of denial may include management, the organization and individuals. They
have to be contrasted because of the fact that each of them has a different
perspective in the course of change. For each group, some illustrative examples are
mentioned (Holbeche 2005, pp.77-78):

Managerial Level

Individual Level

Organizational Level



Loss of control



Dependence



Lack of trust



More work



Selective attention



Different goals



Future concerns



Need for security



Social interruption

Figure 4. Resistance Levels

An important aspect is the amount of control people feel they have, especially on
the management level. The more control someone feels they have the higher the
level of certainty one feels. This causes fear in the case of change because of the
emergence of their insecurity. This is closely related to further disruptive aspects
caused by a potential lack of information. Change seems to be dangerous when the
next steps are unknown. When people do not know their future role in the
organization, their fear is very likely to be enforced. This is not only related to the
management level, but also to the individual level. Employees need security and
attention for their situation because of being dependent on management decisions.
Furthermore, change is closely related to a temporary increase in workload. That
can clash with people’s goals stated in their job descriptions and can cause two
different fears. On the one hand, people fear not getting compensated for their
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additional efforts. On the other hand, people fear not to be able to fulfill their
specified tasks and will get into troubles therefore. In total, this could lead to a lack
of trust as well as social interruptions on the organizational level (Holbeche 2005,
pp.79-82).

4.2 The Logical Reasoning of Resistance

Resistance cannot be generally implied to be irrational. Quite contrary to that, it is
based on traceable concerns. Antagonism can be seen as a kind of natural response
to change. People get used to certain ways of behavior that was implemented and
previously executed. When this internalized way of doing business changes, fear
rises. People see a threat to their comfort zone, which gives them a certain level of
security and well-being (Holbeche 2005, pp.76-77). Relationships between
employees and the way of dealing with their environment could be the potential
target of modification. The accustomed organizational environment could be
totally reversed. These factors affect, among other things, commitment, well-being,
as well as performance of individual employees and therefore can create additional
challenges for managers or colleagues (Hayes 2010, pp. 31).

However, in case where people have to implement something new, there is often
the alternative of turning back to familiar structures. This offers at least partial
security to see the possibility to just turn back to what is comfortable. This defuses
total peradventure resulting from the change. But people see themselves not only
confronted with the challenge of implementing something new, but do also have to
deal with the intellectual part of change. In addition to smashing the convenience
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of the well-tied ways of doing business, an intellectual effort is required to adapt to
whatever is new (Hayes 2010, pp. 30-31).

4.2.1

The Individual Emotion

Besides the rational approach to the management of constantly evolving
circumstances, in terms of dealing with fast changing environments, there is an
emotional aspect to be taken into account in many cases. Change and the
associated uncertainty related to it, creates a somewhat inconvenient climate. In
addition, there is often the sensation of behind-the-scenes political behavior as
well as general lack of trust associated with change situations (Holbeche 2006, pp.
67). The attitude related to change is seen as a mental position regarding a person,
idea or object in connection to a specific expectation or rating. For example, a given
negative attitude concerning a structural change will stay unmodified as long as no
specific measure is taken in order to affect the individual’s negative sensations.
Closely related to that is preconception. That is highly based on subjective creation
of a general attitude concerning a change specific topic over the course of time
(Kaune 2004, p. 30).

Experiences from past changes strongly influence whether someone is willing to
support or even resist an actual restructuring process. The success or overall
description of change is not determined by scholars (Hayes 2010, pp.191-193). It is
to a large extent determined by the individual and the way affected people
experience it. The same process may be evaluated in an alternative way from
different segments of the workforce. The resulting reaction, whether someone is
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willing to support or resist change, is highly dependent on personal experience and
preferences. These preferences for example, could be functions of social cognition
(Dibella 2007, p. 233). In total, resistance can generally be assumed to arise (Hayes
2010, pp.191-193).

4.3 Key Dimensions of Change with Regard to Resistance

As mentioned above, the perception of change differs among workforce. It is
dependent on several variables such as past experience, personal preferences or
even general sensation whether a change is supported or not. The key cognitions
on that point consider change either to be desirable or undesirable. That deals with
one of the most crucial distinctions concerning the comprehension of a change.
Anyone feeling a change to be undesirable is not likely to support the measure and
emanates the danger of threatening the process. Due to that, the key question is
about who to include in the change process. Participation is assumed to have
supportive influence because of its nature to generate appeal, what is seen as an
important parameter in order to create readiness for change. The likelihood that
the change will be realized, is the second key dimension of resistance to be
mentioned at this point. Changes are imaginable which are inevitable to occur. As
an example, the adoption of a production process in regard to the assembled
products could be mentioned. Other changes, which could be desirable but not
possible to occur, could for example be reducing working hours by half while at the
same time doubling the employees` salary (Dibella 2007, pp. 233-234).
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The two mentioned dimensions could result in four different scenarios
determining the way of understanding a certain change. The following chart
illustrates these scenarios as a function of the two dimensions “appeal” and
“likelihood” (Dibella 2007, p. 234):

Figure 5. Dimensions of Change

These scenarios are considered as the sensation that participants and stakeholders
experience throughout of the process. The examination of the scenarios should be
examined from the perspectives of the change manager (Dibella 2007, p. 235). In
the following paragraphs, the different scenarios are analyzed with respect to
understanding and managing the sensation of participants.

Scenario 1 (High Appeal, High Liklihood): Expedite
The course of action is quite clear in this scenario. Partly, participants sense the
process to be desirable and inevitable. In the case resistance will be encountered, it
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will most likely be negligible. Change managers should focus on implementation
plans to specifically work out critical tasks and schedules. A change which is seen
to be inevitable runs into danger of being taken for granted. However, no change
can be conducted without at least partial involvement of members. Especially
planning procedures to specify roles and responsibilities is necessary (Dibella
2007, p. 235).

Scenario 2 (High Appeal, Low Liklihood): Encourage and Empower
The participants in this scenario tend to be willing but are skeptical. This results
from a desirable change which is evaluated to be difficult to realize, like significant
improvement of working conditions. The key to success in this case lies in the
manager’s ability to persuade stakeholders that the change will occur. Therefore,
quick yet small progress can generate confidence. The course of action for change
managers envisions the permission of positive reactions to change. Specifically, the
transition from a critical to a positive sensation is the goal of the change manager.
The more people see the change as viable and possible, the stronger the support
will become (Dibella 2007, p. 235).

Scenario 3 (Low Appeal, High Liklihood): Reframe
This situation is the most likely scenario to cause the most stereotypical
preconditions where resistance is to be expected. In this situation, participants are
engaged in a process they evaluate to not be desirable. Therefore, the workforce is
unlikely to support the process.

A typical reaction deals with lowering

engagement and thereby reducing the probability of change. This can result in
laziness as well as tactics to delay implementation in order to avoid the change
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completely. Change managers are obliged to engage in activities de-emphasizing
areas causing low appeal. They must increase willingness to change through
images and the creation of positive sensations. The key factor to success in this
situation lies in addressing the emotional state of the participants (Dibella 2007,
pp. 235-236).

Scenario 4 (Low Appeal, Low Liklihood): Revitalize or Retranch
This scenario represents the greatest challenge for a change manager. The change
is not only undesirable, but also impossible. No clear incentive for the participants
of the process exists. On that point, change managers have two main options
available to them. On the one hand, they could try to shift perceptions regarding
the low level of appeal and engage champions or advocates to view the change in
more positive terms. On the other hand, it could be concluded that the exclusion is
at a non-bearable level and change should be avoided (Dibella 2007, p. 236).

4.4 Implementation and Resistance
The implementation of a change process represents a crucial point. Defects in that
area could lead to a lack of acceptance and cause resistance. Most of the changing
processes fall into one of two main categories in terms of implementation. These
are participative and unilateral implementations. The participative approach
assumes employee support to be a condition for successful change. Furthermore,
the role of the change attitude is often underestimated, what should be
counteracted. However, it could determine the motivation and therefore the
performance of the employees. Change is therefore unlikely to be successful when
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support does not exist prior to it. The unilateral approach on the other hand
assumes that the behavior has to be changed first of all. Resulting from that, the
attitude will measure up to it. The workforce experiences the change when
adopting the behavior. As a consequence, this leads to success through less
supportive but regulatory proceeding. Despite the quite different methodologies
none of them are identified to be consistently superior to the other (Waldersee,
Griffiths 2004, pp. 424-425).

The unilateral approach tends to be a top-down process, focused on resource
allocation and following formal authority lines. The prior support of the workforce
is not necessary. This results from the fact that the formal and objective aspects
can be modified by the use of this methodology. The participative approach is
focused on workforce’s participation. Redesign teams are implemented and
consultative techniques are utilized in order to generate general support. Because
of the integration, employees are developing a sense of ownership of the change.
That inspires commitment and motivation and is a preventative measure against
resistance. However, the choice of this methodology for change implementation is
assumed to depend on the size of the change. The larger the change, the more
unilateral the used methods should be. That results from larger changes being too
distant from individual interests (Waldersee, Griffiths 2004, pp. 425-427).

Larger changes tend to be structural ones, including management restructuring,
outsourcing or even downsizing. In contrast to that, smaller changes tend to have
more behavioral-social elements. Therefore, a direct link between size of change
and the character of the change is recognizable. Structural changes tend to be
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treated by the use of unilateral methodology whereas participative methods are to
be preferable in the case of behavioral-social changing processes (Waldersee,
Griffiths 2004, pp. 427-428).

However, related to a study conducted by Waldersee, Griffiths (2004), regardless
of the type of change, unilateral methods tend to be effective in terms of achieving
desired change outcomes. It is figured out to be superior to change attitudes, work
relationships as well as behavior after changing structures and roles. It could not
be confirmed to be a pre-requisite of successful change to generate workforce
support, nor could participation methods be confirmed to cause support
automatically (Waldersee, Griffiths 2004, p. 431).

4.5 Overcoming Resistance to Change
In order to overcome resistance, it is important to identify the needs, expectations,
concerns and interests of the affected people. Going a step further, it is advisable to
include them in the change process for the purpose of giving them the feeling of
being part of it. Participation could be an influential tool for creating a sense of
commitment. To support that issue, a well-defined communication concept should
serve as a basis for the necessary buy-in of the target groups (Jones 2008, pp. 2547).

It is an advisable approach to counteract resistance prior to emerging, despite of
the fact that total avoidance seems by trend impossible. A specific code of practice
is useful to reduce potential challenges for the purpose of a preferably
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unobstructed devolution. A lot of relevant measures and aspects to care about in
the course of change are explained below. Specific tasks related to overcoming
resistance represent a considerable part. These range from the necessary lead
activities, through leadership styles and change intervention models up to Kotter’s
“Eight-Step-Approach”, serving as a guideline for successful change. Kotter’s
approach represents a viable model for the purpose of overcoming resistance to
change. All of these aspects are helpful for the purpose of overcoming resistance to
change, not only when it is already occurring, but also for preventive purposes.

A crucial factor is the awareness of these concepts and their related implications.
Change is a challenging situation for all participants. As mentioned earlier, the
employees are the most crucial aspect of change because when they resist it,
failure is inevitable. Understanding dynamics in the case of change is fundamental
to take action for avoiding resistance. Therefore, taking the below given
information about the change process into consideration is advisable. That can be
helpful to assure the adequate treatment of a certain situation and facilitating
change success on the basis of employee buy-in. Because of the comprehension of
the topic related to overcoming resistance it is not subordinated to resistance
chapter, but building an own chapter. This is known as the importance of
leadership because it is mainly the topic of leadership, to decide on measures like a
communication concept that will counteract the emergence of a resistance.
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5 Importance of Leadership

Generally speaking, leadership is a process of affecting others for the purpose of
achieving a specific objective (Hayes 2010, p. 159). In the case of a change process,
reaching this goal represents a required outcome of the certain alteration.
Regardless of the origin of a specific change, leadership is necessary. Large-scale,
fundamental, cultural or strategic changes for example, require top-down
management. On the contrary, leaders who strive for constant minor changes can
be located below top management. These processes can in many cases adequately
being handled bottom-up. Leadership should be present in terms of a specific role.
Basically, leadership tends to be more personal than management (Burke 2008, p.
25). Management is focused on doing things adequately. Leadership on the other
hand, is caring about doing adequate things. Both parts are concerned with
decisions about development, capacity or ensuring execution. But whereas
management is more engaged with continuity and propriety, leadership is
handling change (Hayes 2010, p. 159). For the purpose of change, not only whole
concepts, but also detailed aspects of leadership are given below. They provide the
basic framework for of different approaches from a leadership perspective. Basis is
provided therefore in order to introduce change intervention models, for which
choice of specific leadership style is relevant.
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5.1 Main Leading Activities

Leadership is one of the key factors for successful change processes. In terms of
leadership, there are two different perspectives to be mentioned. These are the
behavioral view and the situational leadership. Whereas the behavioral view refers
to the leadership activities, the situational leaderships examines how given
circumstances affect these activities (Hayes 2010, p. 162). Particular activities of
leadership in the course of change are the following.

5.1.1

Identifying the Need for Change

It can’t be taken for granted, that organizations recognize a change to be necessary.
The recognition of necessity represents the starting point in managing change. The
failure of recognizing necessary change often emerges from the lack of scanning
the wider environment. Even in the case someone is aware about external
influences, the identification of the resulting impacts on the organization may fail.
Diversity is seen to be beneficial related to that. Teams with diverging
backgrounds are usually more sensitive to the impacts of the environment on
future performance (Hayes 2010, pp. 60-61).

Due to the fact, employees often resist change, identifying the need for change is a
management challenge. A possible approach for that purpose is the gap analysis.
The gap analysis measures the imparity between the current and the desired level
of performance. On that basis, further measures can be taken (Daft, Marcic 2008, p.
274).
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5.1.2

Defining Change Objectives

The change objectives basically result from using diagnostic methods to analyze
the need for change. These methods usually run through a number of phases.
These could be: selection of a model, clarification of informational requirements,
information acquiring, analysis and interpretation. Finally, the interpretation stage
results in the change objectives (Hayes 2010, p. 122). In case the specific desired
outcome is not clear, employees tend to return to well-known structures and
behavior. A necessary element for convincing purposes and the creation of
commitment is missing. Therefore, specific goals and the roles a certain individual
has to perform are to be defined clearly in order to counteract that regressive
development (Holbeche 2006, p. 286). Change goals, resulting from the certain
cause of change, should give people a unique strategic direction to follow.

Creating the strategy is an interactive process that involves the entire organization
(Paton, McCalman 2008, p. 278). The change strategy is referred to as the adequate
use of organizational resources referring to a given requirement with the purpose
of optimal organizational functioning (Burke 2008, p. 173). It is often the case that
no concrete strategic direction is offered in the course of change. A source of that
grievance could be the inability to think strategically. Leaders should be able to
scan the environment for potential opportunities and threats. In addition, the
communication of the strategy is a central topic in the course of change (Holbeche
2006, p. 286). A manager has to be able to communicate with as well as on behalf
of the stakeholders involved in change situations (Paton, McCalman 2008, p. 383).
Even consistent communication is crucial for that purpose (Holbeche 2006, p.
300).
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5.2 Leading Styles in the Course of Change

The style of leadership is dependent on the management sensation of others.
Different theories are available, ranging from total control and the threat of
necessary punishment up to the complete opposite. However, a decision has to be
made in favor of a specific approach. In fact, the leadership style strongly affects
success. That can be both, positive and negative (Hayes 2010, pp. 162-163).
Throughout the literature, a comprehensive amount of different leadership styles
are available. However, three main approaches to leadership are introduced to that
point.

5.2.1

Situational Leadership

The situational leadership model requires proper adoption. The general idea is
that the leadership style should be matched to the followers. This style of
leadership should be aligned to the given degree of readiness of the concerned
people (Hellriegel, Slocum 2007, p. 221). The readiness level refers to the ability
and willingness to perform a certain task. Leadership in a situational context
describes the direction and support given. Both parts have to adapt to the given
level of readiness to ensure adequate treatment (Goldsmith, Lyons 2006, p. 26).
The approach of situational leadership challenges the intention of one best
leadership styles existing. It seems hardly feasible to be disputed, that
organizational context and the people involved are unequal. Due to that, situational
adaptation is desirable (Hayes 2010, p. 163).
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5.2.2

Charismatic Leadership

Charismatic leadership procures not only causing veneration but even submission
among the followers. Many leaders possess the ability of creating enthusiasm,
motivation and inspiration. They are able to significantly increase the level of
engagement of their followers. This is associated with the capability to bring out
more of the people than usual. They even tend to go through obstacles not usually
taken. In the course of change, charismatic leaders can capture decisive positions
because of their abilities to reduce anxiety in stress-filled situations (Daft 2008, p.
359). Furthermore, charismatic leadership is closely related to emotional feelings,
visionary inspiration and moral values. Strong commitment to a certain topic can
be generated. In a change situation, it constitutes a highly beneficial tool for the
buy-in of people and counteracting resistance. However, it is also seen as critical,
to elevate someone to the status of a hero by just looking at the individual aspects
of a single leader (Hayes 2010, p. 164).

5.2.3

Distributed Leadership

The genesis of the distributed leadership theory is rooting in the 1960’s, associated
with developments in the area of organizational theory (Harris 2009, p. 11).
However, it is seen as the “leadership idea of the moment”. Capacity distribution
through the social and material circumstances in an organization is suggested,
where they are characterized as fluid instead of fixed. This concept extends to
include leadership and whose goals are aimed at the more efficient use of
capacities. The distributed leadership theory is focused on the interactional
constellation between leaders and their followers in a given environment (Harris
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2009, pp. 3-4). It is not true to interpret it as the reverse of a top-down approach.
In fact, distributed leadership combines both, formal and informal as well as
vertical and lateral aspects of leadership. Thereby, the assumptions on leadership
are combined with the configuration of situational interactions between leaders
and followers (Harris 2009, p. 5). Especially in the course of change it is assumed
to generate significant positive results. But, some critics’ theories have become
more popular, specifically denoting it as kind of chameleon behavior (Harris 2009,
p. 4).

5.3 Change Intervention Models
Based on the previously explained styles and activities of leadership, specific
models of intervention can be applied. Even in the case where the concrete target
of a change measure is correctly recognized, an appropriate method of
intervention is to be chosen in order to generate the desired results. The quality of
a taken measure is significantly influenced by the responsible change agent’s
ability to intervene. Thereby, personal as well as interpersonal skills are relevant.
Change agents can, in terms of an intervention, be present in different roles. They
can for example be business analysts, project managers or operations researchers.
There is a number of approaches available aiming at fostering change through
intervention (Hayes 2010, p. 223). Four of these models are described in more
detail in the following paragraphs.
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5.3.1

Collaborative Approach

Working together in order to receive the best possible results is the main purpose
of the collaborative approach. This is associated with an implicit trust, to generate
adequate answers to the most exigent problems, particularly when diverse people
are provided with all relevant information. The level of guidance varies with the
intensity of the conflict. In case it remains at a low level, only discussion and
fractional support may be necessary. When an intense conflict begins to emerge,
even more guidance is required in order to attain the desired results (Isenhart,
Spangle 2000, p. 23).

A reason for choosing a collaborative approach can for example be a lack of
resources. Insecurity in line with a change situation results in higher demand for
reliability and is therefore, amongst others, fostering willingness to cooperate.
Issue based collaboration usually generates better results than the case of being
only caused by a lack of resources. However, the success of collaboration highly
depends on the recognition of a resulting beneficial situation for all participants.
Therefore, adequate communication represents a decisive point in the context of
the collaborative leadership style (Sisaye 2001, p. 254).

5.3.2

Supportive Approach

In leadership theory, a supportive style indicates the consideration of followers.
Their needs, expectations and interests are clearly taken into account (Van Wart
2012, p. 327). A certain level of readiness is required for the supportive approach.
Control, as well as the need to give specific task directions, will decrease as a
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result. The situation is then characterized by a high-quality working relationship.
Leadership’s behavior shifts to delegation in which confidence and trust are
signalized what is in turn causing commitment to a given task, even change. In the
course of an increasing level of freedom, high potentials tend to respond best
(Kelly 2012, p. 415).

Employees are required to communicate their individual intentions, emotions and
feelings in the course of change. Therefore, the permission is given by the change
agents. In many cases, from a change agent perspective, just listening and getting
the best feedback out of different opinions for a change project is sufficient.
Without any kind of judgment, this procedure is aimed at giving participants a
preferably objective picture. This, in turn, should enable them to move on and
solve problems by themselves. However, there are other possible situations, in
which this approach of arranging improved understanding of the situation is not
sufficient to reach given change targets. In one of these cases, other approaches are
more advisable. But in addition, the supportive style can be implemented using
certain stages (Hayes 2010, pp. 231-232).

5.3.3

Challenging Approach

The challenging leadership motivates and invites people involved to critically
assess a given situation and come up with alternative solutions. This approach
also targets the unconventional solutions. It gives additional perspectives and
fosters the out-of-the-box thinking that develops effective solutions. The change
agent performs thereby a moderating role, leading the attention towards
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inappropriate attitudes or solutions and possible discrepancies, aiming at
rethinking. Thereby, management’s experience is a crucial factor. When someone
senses the challenging approach as a form of denunciation, highly defensive
reactions likely occur. This reduces the effectiveness of the outcomes (Hayes 2010,
p. 235).

In the course of a change project, a challenging style of intervention generates the
great potential for success. It impacts the participant’s basement of sensations.
Values and assumptions may influence the notion of a given situation. The purpose
of creating a challenging situation is to create awareness of the effects of a certain
individual behavior, which results in an inappropriate situation. In addition to that,
possible alternatives should be generated. In the optimum case, this should result
in solutions which improve efficiency (Hayes 2010, p. 234). However, a challenging
assignment does not automatically result in extensive learning and development.
In the course of handling challenging assignments, several types of learning tactics
are possible. In the case of action, individuals usually are learning by doing,
whereas thinking mainly refers to mental reflection. Feeling takes the individual as
well as the sensation of others about anxiety concerning emerging challenges into
account. Finally, the approach of accessing others requires support of and
interaction with others for the purpose of problem solving (McCauley 2006, pp. 1415).
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5.3.4

Information-Gathering Approach

Stakeholders in the course of change require comprehensive information. The
main purpose of the change agent is to gather information and explanations (Hayes
2010, p. 235). A lot of information requires translation in order to achieve
meaningful character for the client. This is especially valid when data is acquired
through research (Havelock 1973, p. 100). In addition, the gathered information is
to be analyzed and discussed. This is a crucial element for the success of the
information topic and serves as a basis for knowledge and skill development
(Burnes 2004, p. 312). In case the value of information is underestimated,
disruptions could be the result. The change agent is aiming at delivering a better
picture of the whole problem through information. That should help to identify the
solution to a specific problem (Hayes 2010, p. 235).

Gathered information has to be evaluated and weighted before it is delivered. A
decision is necessary concerning an issue when that issue receives an abundance
of attention. This is necessary for avoiding a waste of resources. Two examples of
information to be gathered are the environment and performance measures. In the
case of the environment, they could be about technological developments or the
economic environment for example, involving markets, suppliers and competitive
situations for example (Schabracq 2007, pp. 31-32). Performance measures are
financial and economic statements for example (Schabracq 2007, p. 36).
Furthermore, the internal objectives are part of the key targets concerning the
gathering of information and its development (Burnes 2004, p. 312). All the above
mentioned aspects and approaches of leadership can be taken into account in the
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course of an overall approach. A possible course of action regarding the basic steps
for handling change is given below.

5.4 Eight Steps to Foster Successful Change
In the course of change, several different aspects have to be taken into account in
order to foster the successful accomplishment and avoidance of potential sources
of resistance. The following eight step approach can act as a guideline for
prosperous change. Thereby, the above explained aspects of leadership can serve
as instruments to be applied in a complete approach, adequately handling the
process of change. The styles and activities of leadership as well as the change
intervention models simply represent partial aspects that are needed to create the
overall picture. They can be useful when implemented in a specific code of
practice. A short introduction of a viable guideline is explained below.

5.4.1

Establishing a Sense of Urgency

The significance of change and the associated complexities associated with change
is known, but still underrated. A crucial point at the beginning of a change process
is to create urgency. This causes motivation to remain at a high level and creates a
sense of readiness for cooperation, what is absolutely necessary for successful
change (Kotter 2011, p. 38).With the use of four techniques, development of a
sense of urgency can be fostered (Englund et al. 2003, pp. 33-34):
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1. Use clear Danger: The focus lies on the given circumstances, causing need
for change. Showing how the current circumstances create failure or will
prevent the group from taking advantage of good opportunities.

2. Add Value to the Organization: Based on the previous step, focus is on longterm benefits. They can be pursued through creating a value proposition
showing the potential improvements generated due to change.

3. Benchmark current Organizational Practice: Comparing one’s organizational
own advancements with those of the industry leaders. In case of dropping
behind industry leaders, a sense of urgency is likely to emerge rapidly.

4. Describe a desired Organization: Creating a picture of what the organization
will look like is required. When people get a clear message on how the
organization could appear, they are very likely to follow.

5.4.2

Launching a Guiding Coalition

Believing in a single person, an almighty individual, or a star bringing lambency is
a misconception. Nobody is able to create a comprehensive vision, communicate
the vision throughout an entire organization and convince everyone without any
external or internal support. Due to that, a forceful team is the answer. Building a
coalition should be part of every major restructuring measure(Kotter 2011, p.
45).Members of the guiding coalition should be skilled, experienced and influential
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in the organization. There are intense challenges and obstacles that are expected to
be overcome (Coutta 2008, p. 72).

The number of the team members is not a crucial factor. Much more, sharing
commitment is relevant. A common vision is causing coherence, identification and
motivation. For that purpose, the team’s social spirit is necessary. The single
members should be able to collaborate with others in a team. Especially beneficial
for the purpose of change is the ability to influence others. In addition, the creative
aspect for further route development should be present in the team. At least one of
the team members should be able to fulfill each of the mentioned aspects, whereby
diversity is highly beneficial (Coutta 2008, pp. 72-73).

5.4.3

Evolving Vision and Strategy

Concrete vision as well as an associated strategy are key elements for
organizational success and are core functions of leadership. Usually, the strategy is
introduced from the top-down perspective. A convenient method to implement
strategy deals with a step-by-step approach, following a number of conceivable
goals (Mobley et al.2009, p. 46). For the purpose of organizational change both are
necessary, a vision and a plan to realize the goals of the change. A common
instrument to analyze a given situation as the basis for an action plan is the SWOTAnalysis. Thereby, strength, weakness, opportunities and threats in a given
situation are analyzed (Daft 2008, p. 411).
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Despite of the fact of conducting funded analysis, the leadership experience
influences outcomes. When formulating a certain vision, an individual’s personal
dreams and expectations are partly involved. However, the related instinct and
emotion is an important part of identifying the change’s future path (Daft 2008, p.
411). A clear picture of the desired future achievement is decisive. In the long-term
perspective, change projects do often fail when a clear vision does not exist. It is
the basis for generating voluntary for buy-ins from all relevant stakeholders which
ultimately determines success (Kotter 2011, p. 63).

5.4.4

Communicating Vision and Strategy

Change can serve an advisable purpose even in the case where only the key
persons understand the message. However, the real inner-power will not be
deployed until the masses are convinced. To create the necessary understanding
and commitment among the followers, sophisticated communication is essential
(Kotter 2011, p. 73). A sounding communication can be vital for every
organization. Coming from the top, communication is a strong instrument to foster
successful change. However, a more diverse approach is required, not only
focusing on a one-way approach. Communication is often evaluated from an
employee perspective to be less distinctive and seems therefore to be
underestimated in relevance in many cases (Holbeche 2006, p. 313).

Therefore, in the worst case concerning communication, organizational silence is
the norm. This represents a major barrier to change. Every kind of communication
is superior to the absence of communication. However, communication has to be
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planned and evaluated. There are a number of questions which, should at least be
answered in every planning of a communication concept (Hayes 2010, p. 179):



Who are the members of the target group?



What are the main issues? Which issues are the most important?



Has all relevant information been delivered?



Do the recipients understand the information?



Do the recipients rely on the delivered information/the presenter?



Which are the most effective channels for a certain purpose?

In addition, there are several aspects of communication that should be taken into
account. Without doing so, the forms of communication could easily miss the
target. Some crucial factors to care about are the following (Paton, McCalman
2008, pp. 50-51):

Customize the message: The message has to be clearly understandable. For that
purpose the members of the target group have to be analyzed. It has to be taken
into account, what the level is concerning the topic. One should place himself into
the recipient’s position.

Set an adequate tone: Communication is not only about the content, but also
about the tone. In addition, it is always to be considered that non-verbal
communication also delivers a message.
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Build in feedback: Creating an effective dialogue is an advisable instrument,
supporting a message to be understood. It is decisive to ensure a message to be
attained and conceived the way it is desired. For that purpose, the proposer has to
consider the possible responses.

Set the example: Each important aspect has to be effectively communicated and
requested. In addition, leadership must be consistent in behavior and
demonstrating commitment to the proposed change in every case.

Ensure penetration: The required coverage and intersection must be generated
through selecting adequate media. The time horizon of the certain change has to be
delivered.

Communication fulfills a comprehensive number of purposes in the course of
change. It supports the buy-in of affected people and builds commitment, elates to
change behavior and has inspiring affects. In addition, it helps to keep key staff in
the organization. Usually, job satisfaction returns to the pre-change level much
quicker in case of a comprehensively informed staff (Holbeche 2006, pp. 315-316).

The complexity of communication varies with the simplification of the content. The
easier a message is to understand, the greater the success. In the optimal case,
facilitating communications is as easy that it is to emanate elegance. Avoiding the
use of complicated terminology will lead to success, despite seeming to offer
attacking points. Finally, not only is the utilization of a considerable amount of
different media is considered advisable but also repetition is beneficial. When
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something is repeated, it is much more likely to be internalized. Different starting
points generate manifold success and are more likely to reach the target (Kotter
2011, pp. 76-79).

5.4.5

Empowering Employees for Broad-Based Action

Usually, a number of different people are involved in a change process. They need
to hold specific roles to feel capable of contributing to the organization as a whole.
To that point, the importance of empowering others is significant (Kotter 2011, p.
87). This deals with mutual influence. In the course of empowering activities,
power is creatively distributed to others, ideally, causing value contribution. In the
case of an empowering organization, management is aware of the fact that
employees need support in form of trainings and should be delivered with tools
and authority to generate good outcomes (Murrell, Meredith 2000, p. 1-2).

Structural barriers strongly influence change situations in a negative way.
Therefore, they have to be eliminated immediately in order to avoid frustration, a
sensation that can constrain the whole process. Even in the case of meaningful and
adequate change, energy is lost, once frustration is present (Kotter 2011, p. 90).

5.4.6

Generating Short-Term Wins

To keep the driving force of a change moving is a challenging part in the course of
change. A viable approach is determining short-term goals that can easily be
reached for maintaining motivation through the feeling of achievement.
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Overcoming specific targets must be celebrated and awarded to foster progress.
Therefore, specified points in the schedule of change have to be agreed upon.
Defined steps to be reached can act as good formula for the purpose of sustainable
developments (Ehlers, Schneckenberg 2010, p. 57). In fact, it will prevent critical
change projects from collapsing (Oden 1999, p. 37).

Short term success must be visible for the affected people to be evaluated and
rewarded in case of reaching a defined step. It must be clearly assessable, whether
there is just a baseless hype or a really valuable success. This success has to be
explicitly recognizable without any area for critics. In addition, it is clearly related
to the process of change (Kotter 2011, p. 90).A step-by-step approach can perform
different functions. It can assist fine-tuning of a certain vision or strategy. In
addition, it offers argumentation for convincing potential resistors. In total, it will
strengthen coherence and commitment to the change (Oden 1999, p. 37).

5.4.7

Consolidating Gains and Producing More Change

Especially in the case of strongly interdependent systems, change requires not only
consideration of the directly related areas, but much more. It turns out to be a
complex challenge and forces comprehensive activities in several domains. In the
course of a major change, the duration can increase tremendously. However, the
situation of change can be used for fostering other projects. Once trust is generated
(through achieving short-term goals for example) it that can be used in favor of
other changes (Kotter 2011, p. 121).
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Trust is established through commitment, what can be created through a threestep procedure. First of all, people are prepared through communication, before
their acceptance is generated due to support, advice and achievement of shortterm wins (Daft 2010, p. 473). Once the stage of commitment is reached, the
process of implementing other changes can begin. Additional staff should be
appointed to improve change power, whereas management should set measures to
maintain a sense of urgency and create transparency. Also unessential
dependencies are to be cut in order to support the convenience of performance.
This again deals with the leadership challenge (Kotter 2011, p. 121).

5.4.8

Anchoring New Approaches in the Culture

Culture denotes the code of conduct of a given social group (Kotter 2011, p. 125). It
is referred to as a dynamic phenomenon impacting the behavior of people. It
emerges through the interaction with others in a given environment. In a certain
way, it provides stability and determines how to observe, sense, and operate a
certain society respectively of its organizational environment (Schein 2010, p. 3).

Culture is a determinant in an organization which is difficult to change. The
associated social power is very strong and affects daily work in an organization.
Therefore, it is deeply rooted in a corporate society (Kotter 2011, p. 125). Strength,
as well as the stability of an organization’s culture varies with the certain intensity
of affective intensity. However, in any case, cultures can greatly influence behavior
(Schein 2010, p. 3). Due to its strong influence, culture cannot be changed easily.
This requires a patient course of action. This approach has to be started in an early
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stage of the transformational process. Early departure acts as basis for a step-bystep implantation of a given cultural change. Basically, this can successfully occur
only after prosperous adaptation. Therefore, the effective cultural change is taking
place in the end (Kotter 2011, pp. 132-133).
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6 Empiricism

First of all, data must be acquired as well as analyzed in order to find an adequate
answer to the research question(s) of this thesis. Therefore, the empirical part is
dealing with the topics related to that. In the first section, the concept of the
investigation is described. When knowledge concerning the way of conducting the
research is developed, the research is done. The related procedure is described
step by step, starting with testing the reliability through descriptive statistics up to
a regression analysis targeted at acquiring the necessary information for
answering the research question. The people included in the research are
nominated by the Project Services Department.

6.1 Concept of Investigation
The concept of the investigation is to serve as the function of structuring the
research’s approach. The central target of the investigation is explained in the first
section. Based on that, the preferred method of data acquisition as well as the
method of data analysis is described.

6.1.1

Central Goal

The central target of the research is to evaluate the quality of a procedural
restructuring measure in project management, regarding a potential emerging
resistance, with the aim of increasing centralization in OMV´s Project Services
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Department. Thereby it is to be evaluated, how the overall readiness for change in
terms of a readiness index (RDI) and the project success (PSU) are affected by the
support of leadership (SOL) and the given internal context (ICO) in OMV. The
necessary data was acquired through interviews, explained in detail in the course
of the next section. The target thereby is to localize the potential sources of
resistance to change. The chosen dimensions and variables are based on
Bouckenooghe et al (2009).

Based on that, recommendations from management should focus on the outcome
with the overall purpose to improve the current situation. The readiness for
change dimension takes a central role. Not only the whole dimension, but also its
sub-dimensions are to be taken into account. This is necessary for the concrete
localization of the various sources of a resistance, one of the most decisive factors
influencing change measures. The identification of the concrete domain is highly
valuable for capturing efficient measures. This is caused by the fact that the
different

sub-dimensions

require

particular

approaches

to

care

about

improvement. Based on this, the level of adequacy of the chosen change
management approach can be estimated in general.

Basically, all the single sub-dimensions each offer an occasion for evaluation in
terms of potential recommendations for improvement. The RDI represents the
center of consideration, but is resulting at least partially from the shape of the
other dimensions. Selective recommendations can be deflected in these different
areas. They deal with SOL as well as the ICO, which offers huge potential for
improvement in terms of changing employee sensation in that area when
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necessary. Possible measures to reach the desired occasion in the identified areas
can be deflected based on the analysis. Practical approaches can be generated with
the purpose of increasing overall effectiveness.

Finally, the outcomes of the statistical analysis are matched with the answers to
the open questions. This offers huge potential for possible improvements.
Employees have the chance to post their needs and expectations and can deliver
information about existing inefficiencies in the daily work of the project. In that
way, they can deliver meaningful contribution to potential improvements. The
acquired answers serve as a basis for deriving management conclusions. Thereby,
the opinion of the daily operating staff is taken into account, what should be highly
valuable.

6.1.2

Method of Data Acquisition

The analysis is targeting different groups. These are Project Owners (PO), Asset
Development Manager (ADM) and Project Staff (PS). The PO is single-point
accountable for all aspects of the project to the rest of the organization. The ADM is
accountable for the project to the project owner and protects the business case.
The PM leads the integrated project team on a day-to-day basis and is responsible
delivering all elements of the project (CAPP Directive, OMV, 2011)

These groups perform different roles in projects and have different perspectives.
To get a funded basis for deriving meaningful conclusions, including them all is
beneficial. All three groups are treated with the same method of data acquisition.
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This approach is chosen in order to grant comparability of the data acquired. The
data acquisition was conducted using interviews. These interviews are prestructured and follow a specific code of practice. They target measuring the
support of leadership, the internal context of the organization and the overall
readiness for change. These targets build the three central dimensions to be
acquired by the use of the specific interview guideline. The “Support of
Leadership” (SOL) dimension is referring to the process characteristics, where
usually communication and participation are to be taken into account as well.
However, as a result of the special circumstances in the evaluated area, only SOL is
included. Therefore, the SOL variable builds on its own dimension. The “Internal
Context” (ICO) dimension is split into the sub-dimensions “Trust in Leadership”,
“Cohesion” (CO) and “Politicking” (PT). The “Readiness Index” (RDI) dimension is
consisting of the variables “Emotional Readiness” (ER), “Cognitive Readiness” (CR)
and “Intentional Readiness” (IR) (Bouckenooghe et al. 2009, pp. 561-563).

The three dimensions, with their total of seven sub-dimensions to be acquired, are
treated in each case by five questions to get a total of 35 questions. Therefore, the
variables refer to be construct variables, consisting of five items each. The chosen
dimensions, except project success, and the questions for data acquisition are
partly based on Bouckenooghe et al (2009).

However, they have chosen the approach of a questionnaire, whereas this thesis is
following the approach of interviews transforming the used questions to a more
open version. This was done for the purpose of acquiring more honest and
comprehensive answering than by just giving the opportunity of making some
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ticking without consideration. Interpreting the given answers, acquired through a
face-to-face conversation, is assumed to get more out of it. More rational answers
are expected in that case. The RDI and the ICO dimensions follow the same
construct Bouckenooghe et al (2009) chose. But in the case of the process
characteristics, only SOL is part of the research, whereas Bouckenooghe et al
(2009) determined that dimension to consist of participation, communication, and
the attitude of top management as well. This approach is not useful for this thesis,
because of the specific situational context as mentioned above. However, an
analysis of whether more participation and communication would have been
necessary in an altering approach for implementing the new project management
procedures is included at the end of the thesis.

For the purpose of this research, the questions follow a specific approach of
evaluation to make the results quantifiable. The questions are worded exposed on
the one hand, but offer a restricted area for answering on the other, allowing
interpretation in terms of an “accordance scale”. This is necessary to make the
questions assessable in terms of categorized interpretation with regard to
quantification. The accordance scale is ranging from one to five, where one means
“strong disagreement” and five “strong agreement”. However, space for further
interpretation will remain. The concrete values each question are the result of the
following interpretation categorization:
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1 – “Strong disagreement”:
No affirmation of the content of the question is recognizable. This is identifiable by
total denial respectively with no confirmation. Possible indicating expressions:
“definitely not”, “no”, “never”, “absolutely not”, “…”

2 – “Infirm disagreement”:
Low level of disaffirmation of the content of the question is recognizable. That is
characterized by slight but recognizable denial. Possible indicating expressions: “I
don’t think”, “by trend not”, “rather less than”, “…”

3 – “Neutrality”:
Neither clear affirmation nor denial of the content of the question is recognizable.
This is characterized by an undefined response. Possible indicating expressions:
“I’m not sure”, “eventually”, “potentially”, “difficult to decide”, “…”

4 – “Moderate agreement”:
Medium level of affirmation of the content of the question is recognizable. This is
characterized by a recognizable confirmation. Possible indicating expressions: “I
would agree in most cases”, “usually”, “customary”, “I would say yes”, “…”

5 – “Strong agreement”:
High level affirmation of the content of the question is recognizable. This is
characterized by strong or even very strong confirmation. Possible indicating
expressions: “Sure”, “absolutely”, “definitely yes”, “…”
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Finally, each variable is evaluated on the basis of the average total scale of the
items. The closer the value is to five, the higher is the variable’s level of
confirmation. The interpretation of a certain variable depends on the specific
shape of the variable. It should not be confused with a positive characteristic.
Strong agreement could be both, positive and negative. In the case of politicking for
example, when the total score is close to five, the variable is strongly confirmed but
the meaning is negative. However, when a variable has a positive meaning, but a
question is asking for a negative shape, the question is evaluated with one in the
case of strong agreement and with five in the case of strong disagreement. For
example in the case of cohesion what can be seen to be positive, a question about a
negative affect is evaluated one in the case of strong agreement and five in case of
strong disagreement. It always depends on whether a positive or negative shape of
a certain question is accordant to the variable.

In addition to the statistical analysis, some open questions are asked in the
conclusion. They are targeted at generating the employees’ individual perspectives
concerning the scope of the project. It offers the possibility to derive
management’s conclusions concerning possible future improvements from the
impressions of the people doing the day to day work of the project. They are in fact
the experts in the sense of project efficiency and can make tremendous
contribution when posting their future expectations and needs for project
procedural improvements. The answers to the open questions are used to back up
the conclusions for building management recommendations. In addition,
frequently mentioned recommendations represent an explicit segment of the
recommendations. Due to this fact, only two questions are asked, both following
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the purpose of understanding the intentions of employees concerning potential
improvements, they are not evaluated by using the techniques of qualitative
content analysis. The given answers are summarized in the appendix and
mentioned on the basis of citations for the purpose of backing up the derived
management conclusions. Due to this fact, the writer of this thesis is not an expert
in the area of interview techniques and the approach will necessarily offer room
for improvement.

6.1.3

Method of Data Analysis

The outcomes are to be evaluated based on the results of the pre coded data
acquisition process as mentioned above. The first part of the analysis is to build
scores out of the single questions from the interviews. The sub-dimensions of the
dimension “Readiness for Change” are aggregated to form the “Readiness Index”
(RDI). However, also the coherence of the sub-dimensions itself with the other
variables is evaluated in order to locate potential sources of resistance on the one
hand and room for improvement on the other. The target of measuring the SOL is
to get a clear picture of the support of a certain direct superior in the course of
implementing the procedural change and using the new procedures in the course
of the daily project work. The central aim of evaluating the ICO is to generate
knowledge about employee cognition of the basic conditions in the organization
concerning the change. Both, the ICO as well as the SOL, are assumed to influence
the RDI. Therefore, the influence of the given organizational change setup, in terms
of the SOL and employee sensation of the ICO, on RDI is to be evaluated to identify
areas open to improvement.
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For reaching the desired final outcome, a further dimension is to be taken into
account. That is the “Project Success” (PSU). This dimension is taken as given and
information concerning the dimension is to be delivered by the Project Services
Department. PSU is to be specified as “low”, “medium” or “high” by giving numbers
from one to three for the evaluation. In total, the following four dimensions are to
be incorporated: “Project Success” (PSU), “Support of Leadership” (SOL),
“Readiness Index” (RDI) and “Internal Context” (ICO). The following chart
illustrates the structure of the variables and their evaluation concerning coherence
among each other:

Figure 6. Classification of Research Dimensions

For analyzing the data, the variables SOL and ICO are evaluated as influencing
factors on the RDI variables and PSU, but are treated as independent variables
among each other. They can be seen as a given organizational setup that influences
employees’ RDI. The sub-dimensions of RDI as well as PSU should be treated as
dependent variables each, checked for being influenced by all sub-dimensions of
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ICO and SOL. In addition, the influence of the RDI variables on PSU is evaluated. In
the course of this constellation, PSU is representing the dependent variable and the
RDI variables are the independent ones.

The concrete analysis is conducted by the use of linear regression. Thereby, the
explained influencing structures are evaluated in the course of a step by step
approach. Each variable of RDI is certainly treated as an independent variable that
is investigated whether to be affected by any of the other variables except PSU. The
variable PSU is, like the variables of RDI, treated as an independent variable in the
regression analysis. It is then step by step evaluated whether any of the other
variables, also those of the dimension RDI, do have any significant influence.

However, the starting point of the analysis is the reliability check. Therefore, the
Cronbach’s Alpha is taken into account. There are specifications concerning
minimum requirements, available in the testing section below. As far as reading a
value that fulfills the Cronbach’s Alpha conditions is concerned, further
investigation can be performed on that basis. In the case where the necessary
value is not reached, items of the variables have to be examined in more detail.
When necessary, items not measuring a unique target have to be deleted and the
construct of the variables has to be reshaped to reach an adequate level of
consistency.
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6.2 Testing for Reliability

Prior to conducting an extensive further investigation, the reliability check using
the Cronbach’s Alpha is conducted. For the result of the reliability check to be
sufficient, Cronbach’s Alpha has to reach a value of at least 0.6. That is therefore
representing the cut-off criterion. In the case the alpha reaches a value above 0.7,
the outcome is more than satisfactory and when the alpha transcends a level of 0.8
it is excellent (Garson 2011). This results from the control sample for this thesis.
Due to the fact that the sample includes only 22 test persons, the value of the
reliability check cannot expected to be extraordinary high. The more
comprehensive the control sample, the higher is the Cronbach’s Alpha by trend
(Garson 2011). The case is similar for the number of items of each variable.

The items try to follow a certain unique purpose, but are enlightening the topic
from different perspectives. Whether this is the case to a sufficient level is
examined in this section. In this research, each variable consists of a number of five
items.

6.2.1

Cognitive Readiness

The first variable taken into account for the investigation of reliability is cognitive
readiness (CR). In case of CR, the reliability check offers sufficient outcome due to
the fact, Cronbach’s Alpha reaches a value of 0.821, which is clearly above the
required value of 0.6.
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Reliability Statistics
Cronbach's Alpha

N of Items
,821

5

That value is excellent for the given amount of test persons as well as number of
items chosen. Therefore, reliability of the variable CO is confirmed to follow a
unique purpose and possessing measurement consistency among the items.
Further investigation can be conducted without concern.

6.2.2

Intentional Readiness

In the next step, the reliability check is done for the variable intentional readiness
(IR).

Reliability Statistics
Cronbach's Alpha

N of Items
,760

5

The five items of this variable reach a satisfactory value in terms of the Cronbach’s
Alpha, achieving a value of 0.760. The correlation among the variables is more than
adequate to conclude they are following a unique purpose. Measurement
consistency is given and in total, the reliability of IR is adequately confirmed for
the purpose of further investigation.

6.2.3

Emotional Readiness

The variable emotional readiness (ER) is now the target of the next Cronbach’s
Alpha reliability check.
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Reliability Statistics
Cronbach's Alpha

N of Items
,612

5

The value of the Cronbach’s Alpha is lower in case of ER compared to the other
variables, representing a component of the “Readiness for Change” dimension
already tested. However, the value of 0.612 is still sufficient using the Cronbach’s
Alpha rules of action. Dropping given items was tested but did not offer an increase
in value of the alpha. It is not advisable in this case to eliminate any of the items
and therefore the current setup of items has been maintained. Finally, the
reliability of ER is sufficiently confirmed. The internal measurement consistency
reached a fair value for further investigation.

In total, the dimension “Readiness for Change” fulfills the necessary reliability
conditions. The construct of the variables are all following a unique purpose and
are therefore consistent. This represents the most crucial part of the analysis, as
this dimension plays a key role in the course of this research. It is the key element
for analyzing potential rising resistances.

6.2.4

Politicking

In case of politicking (PT), being focused in the next step of the reliability analysis,
nearly excellent value is the outcome. The Cronbach’s Alpha is reaching a value of
0.796 and is therefore offering a high level of consistency among the items used.
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Reliability Statistics
Cronbach's Alpha

N of Items
,796

5

Finally, the variable politicking is offering at least an adequate level for further
investigation.

6.2.5

Trust in Leadership

The reliability of the construct trust in leadership (TL) is lacking regarding
reaching an adequate level of Cronbach’s Alpha to confirm construct reliability.
The outcome values at 0.527 and is therefore below an acceptable level. In order to
keep the variable in the analysis, given items are removed to estimate the value of
alpha.
Item-Total Statistics
Scale Mean if Item

Scale Variance if Item

Corrected Item-Total

Cronbach's Alpha if

Deleted

Deleted

Correlation

Item Deleted

TL1

15,59

6,348

,114

,571

TL2

15,09

4,848

,405

,394

TL3

14,64

5,004

,547

,329

TL4

15,18

4,061

,397

,399

TL5

14,05

7,188

,042

,575

In the cases of both, TL1 and TL5 are deleted, Cronbach’s Alpha increases. In
addition, item correlation is low among the items when compared to the others.
However, even if TL1 or TL5 is not part of the analysis, the alpha remains as a subsufficient value. To get an adequate internal item consistency in terms of reliability,
both items must be dropped. Both are obviously not measuring the same construct
as the others do as they are related to general management issues whereas the
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others refer to direct leadership especially. Details on the questions are available
in the appendix.

Reliability Statistics
Cronbach's Alpha

N of Items
,639

3

In the case where the analysis is repeated without the items TL1 and TL5,
Cronbach’s Alpha reaches a value of 0.639, above the cut-off criteria and therefore
sufficient for further investigation. The standardized alpha is slightly higher,
meaning that under measuring the discrepancies of variances among the different
items used in the set, consistency tends to be marginally higher. However,
consistency is adequately confirmed for the purpose of this thesis, especially when
taking into consideration that the low number of items and test persons is by trend
resulting in low alpha values.

6.2.6

Cohesion

In the case of cohesion, Cronbach’s Alpha reaches a level of 0.146, meaning the
items do not measure the same. The internal consistency is not given at all. Even
under the eliminating given items, no sufficient value can be reached. There is no
adequate correlation between four of the items detected.

Reliability Statistics
Cronbach's Alpha

N of Items
,146

5
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Reducing the variables step by step, providing the highest alpha afterwards and
again proving the alpha by removing given items, for the purpose of finally
reaching a constellation of three items following the same goal, is not even meeting
the target. Repeating that step with another variable short results in the same
insufficient outcome. A combination of items reaching an adequate level of
consistency is not identifiable. However, the variable cohesion is interesting for the
purpose of this thesis. A total cut is not desirable. CO3 is especially demanding for
sufficient competences among colleagues within the team and is assumed to be
highly interesting for OMV. Therefore, the other items of the variable cohesion are
cut and the item CO3 is promoted to the status of a discrete variable.

Finally, part of the chosen construct items for measuring the variables in the
dimension “Internal Context” is slightly lacking reliability. However, that can be
solved by cutting problematic items in order to reach a sufficient construct in
terms of consistency. That is at least offering sufficient results for further
investigation. Unfortunately, the construct of the variable CO had to be
disintegrated, but it is still part of the analysis as one item especially demanded for
the greater purpose of the variable and therefore replaces it. Finally, the variable
support of the leadership variable is tested, building its own dimension.

6.2.7

Support of Leadership

In case of the variable SOL, the Cronbach’s Alpha again brings an adequate
outcome. The attained value of 0.709 is more than sufficient for measuring internal
consistency. All the items building the variable SL are following unique purpose.
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Reliability Statistics
Cronbach's Alpha

N of Items
,709

5

The variable SOL possesses at least adequate internal consistency to fulfill the
conditions of reliability in terms of the Cronbach’s Alpha. Therefore, further
investigation by the use of this variable can be conducted without concern.

6.3 Descriptive Statistics
In this section, only the mean values and frequency charts for each variable are
presented in order to give a short overview of the outcomes in the different
dimensions in terms of the agreement, evaluated by the scale explained above.

Figure 7. Variable Mean Values

Available from the mean values, outcomes are quite fine, but there is still room for
improvement. Especially politicking, that shows a value of 3.5 evaluated on a scale
from 1 to 5, showing room for improvement. The readiness for change variables all
show good values, presented in a tight and similar range. The variable showing the
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most appreciated mean value from organizational perspective is support of
leadership. That is evaluated to be high in most cases.

Available from the chart below, frequencies of the certain values resulting from the
interviews are given. The values show that 58% to 72% of the control sample show
medium to strong agreement regarding their readiness for change. Only 3% to 5%
each show strong disagreement. However, these answers have to be taken into
account and evaluated further as long as it is not clear how much of the control
sample is answered honestly. It is possible that the match between the given
answer and reality is more than sufficient in terms of negative numbers as people
tend to answer more positive.

The ratios are quite similar among the case of the variables of the internal context
dimension. Strong or even very strong agreement was available in more than 50%
of the interviews while strong disagreement was only available at maximum 4%.
However, that is not to be appreciated in the case of politicking that illustrates
what is showing negative results in the case where high numbers are given.
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Figure 8. Variable Frequency Tables

Finally, the support of leadership shows the most positive evaluations. In total,
79% of the control sample is showing strong or very strong agreement when asked
about the support of leadership. Therefore, the relationship of employees with
direct leadership seems at least to be adequate. Only 2% of the control sample is
giving totally negative answer regarding that topic.

In total, there is still room available for improvement. That is, despite of the fact
that the overall outcome is not too bad. Further descriptive statistics showing
details for each item, also including the standard deviation, are available in the
appendix. The determination of which variable is having significant influence on
the readiness for change is evaluated by the use of linear regression in the
following section.
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6.4 Linear Regression

In the course of linear regression, the influence of the variables of the dimensions
internal context as well as the support of leadership on the variables of the
dimension readiness for change is analyzed, building model 1. Based on this, the
evaluation will take the single variables of the dimension readiness for change into
account as dependent variables repeating the procedure, building model 2, 3 and 4.
Going a step further, the same procedure is done for the dimension project success
to prove whether any of the other variables are significantly influencing it, building
model 5. Finally, all the models will be evaluated using hypothesis testing to
attempt to answer the research question. This is performed through a step by step
correlation analysis at first, followed by a multiple linear regression.

Before the regression can start, the pre-assumptions of linear relationship, normal
distribution, homoscedasticity and the independence of the residuals is examined
to allow further investigation based on linear regression without concern. This
procedure is done in every case of the five models, but in case of proving the
assumptions a comprehensive number of charts is only given illustratively in the
first model but are available in the appendix for the others. In addition, the
potential presence of multi-collinearity has been proven.

6.4.1

Model 1 – Dependent variable: RDI

Before conducting the multiple linear regression using RDI as a dependent and the
variables of the ICO dimension as well as SOL as independent variables is
calculated, correlations between the single variables and RDI are proven step by
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step. Thereby it is evaluated (when being considered separately) whether one of
the variables is having significant influence on the overall readiness for change.
This approach is following the concepts behind the purpose of stepwise hypothesis
testing, determining whether significant influence of one of the variables on RDI is
given or not. Based on this, a multiple linear regression model is calculated in
order to examine whether significant correlations can even be confirmed using a
multivariate approach.

Politicking significantly influences RDI
First of all, the political structure is taken into account. The correlation between PT
and RDI is negative, reaching the value of -0.460. That leads to the conclusion of
RDI to be influenced by PT at a medium level. This finding means, when the
politicking increases in relevance, the overall readiness for change decreases.
However, correlation is a necessary condition for causality, but not a sufficient one,
meaning that the level of significance has to be checked for statistical evidence. The
p value is below 0.05, amounting at 0.031. That means significant influence of PT
on RDI can be taken as given, in exception of around 3 % divergence. Based on
that, the H0 can be rejected.

Correlations
RDI
Pearson Correlation
RDI

1

Sig. (2-tailed)
N
Pearson Correlation

AVPT

AVPT

Sig. (2-tailed)
N

-,460

*

,031
22

22

*

1

-,460

,031
22

22

*. Correlation is significant at the 0.05 level (2-tailed).
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The concept that politicking is to be considered an influencing factor is an
interesting finding. It means that the political structure in the organization is
relevant for the overall readiness for change. Due to this fact, OMV was a state
owned company a couple of years ago and political structures were not given. The
average value of PT, analyzed by different items is at 3.5. That means political
influence is at least given from people’s perspective. Due to this fact, politicking
significantly influences overall readiness for change it would be advisable to
counteract that phenomenon. The sensation of political behavior to be just as
important, as the individual’s reputation, or even favoritism, to reach a certain goal
could result in mistrust and self-inflicting behavior in hopes to reach a certain goal.
Changes like the evaluated one can be seen as political game. To avoid emergence
of similar impressions, measures have to be taken to generate trust among the
workforce.

Trust in Leadership significantly influences RDI
The correlation between RDI and TL is 0.433. That means the trust in leadership is
having medium influence on the overall readiness for change. In case the trust in
leadership changes, the overall readiness for change is altering in the same
direction. But whether this influence is significant has to be decided.
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Correlations
RDI
Pearson Correlation
RDI

1

,433

Sig. (2-tailed)
N

AVTL_NEW

AVTL_NEW

,044
22

22

*

1

Pearson Correlation

,433

Sig. (2-tailed)

,044

N

*

22

22

*. Correlation is significant at the 0.05 level (2-tailed).

Resulting from the p value of <0.05, TL is having significant influence on the overall
readiness for change. Based on that, H0 can be rejected.

Due to this fact, the influence of the trust in leadership is statistically significant
and plays a role when caring about change decisions. Therefore, creating trust
through adequate measures will foster what seems to be viable in the case of a
change situation. That is not surprising when taken into consideration. The given
change in project management is following a top down approach. New structures
and procedures are selected to be implemented by management and have to be
used by the project staff. It seems to be logically clear that in the case where there
is more trust in leadership the acceptance of changes announced by management
is higher. It would be advisable for OMV to take measures concerning trust in
leadership due to its average level of 3.73, still offering room for improvement.

Cohesion significantly influences RDI
Due to the fact the correlation reaches a value of 0.464, overall readiness for
change is at least influenced by cohesion at a medium level. That means a change in
the sensation of competencies amongst colleagues would change the overall
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readiness for change in the same direction. Whether this influence is statistically
confirmed by evidence is to be examined.

Correlations
RDI
Pearson Correlation
RDI

1

Sig. (2-tailed)
N

CO3

CO3
*

,029
22

22

*

1

Pearson Correlation

,464

Sig. (2-tailed)

,029

N

,464

22

22

*. Correlation is significant at the 0.05 level (2-tailed).

When having a look at the resulting p value of 0.029, significant influence of CO on
RDI is given. This allows the H0 to be rejected. Due to this fact, cohesion in the case
of this study is referring to the trust in competences amongst colleagues higher
levels of competencies would result in higher overall readiness for change by
statistical evidence.

Based on the given findings concerning CO an explaining variable for RDI, the
following conclusions can be made. The sensation of competencies amongst
colleagues has a positive influence on the overall readiness for change. That result
is not surprising as long as a lack of competencies is well known and will result in
some form of resistance to change. To handle a situation of change, a certain level
of intellectual ability is demanded to handle new functions. As long as the
individual is well educated, handling a change situation should prove to be easier.
Therefore, caring about adequate training among the project staff seems to be a
viable approach based on these statistical findings. This is additionally supported
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by the finding that sufficient competences amongst colleagues is on average
evaluated at the value of 3.27.

Support of Leadership significantly influences RDI
Correlation is given at a value of 0.370 meaning there is cohesion between the
support of leadership and the overall readiness for change given. That is a
condition for causality but no evidence exists to support the theory of causality in
this situation.

Correlations
RDI
Pearson Correlation
RDI

1

Sig. (2-tailed)
N

AVSL

AVSL
,370
,090
22

22

Pearson Correlation

,370

1

Sig. (2-tailed)

,090

N

22

22

However, there is no clear evidence for significant influence of the support of
leadership on the overall readiness for change given, based on a level of
significance of 0.95. Influence should only be given at a level of significance of 0.9
meaning only marginal influence is given. But in the face of the small control
sample, this is also known to be significant for the purpose of hypothesis testing in
the course of this research. Based on this, the H0 can be rejected. Significant
influence on the provided support of leadership, leads to the conclusion of not only
in the increase in trust among higher levels of management, but also the support of
direct superiors has influence on the overall readiness for change.
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However, at least two restrictions have to be mentioned. In the case where the
change is not sufficiently communicated, neither to the project staff nor to the
certain superiors, the support of leadership could not directly be decisive for
handling the given change situation. This results from simply not being able to
provide sufficient support in that scenario. This inspires motivation for further
investigation and interpretation of the pertinence of leadership. As far as the
support of leadership in this research, it is not referring to management per se, but
to the direct superior of a certain employee, that is not to be confused with the
importance of leadership meant in the theoretical part above.

Multiple Linear Regression Analysis
Before the general model assumptions for linear regression are examined,
attention is focused on a potential case of multicollinearity. That is not only
relevant for model 1, but also for the others following later as all the independent
variables are checked for correlation. That is excluding model 5, where the
variables of RDI are to be taken in to account in addition.

Based on a correlation matrix (Appendix) of the variables of the dimension SOL as
well as ICO the problem of multicollinearity could be extensively excluded.
However, the highest correlation among the variables used as independent ones
for the purpose of examining their influence on the RDI is 0.543 among TL and
SOL, less surprisingly. That could lead to, at least slight distortion, in the course of
conducting the multiple linear regression model.
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The scatter plot delivers sufficient evidence to assume a linear relationship
between the dependent and the independent variables in this model. As far as the
width of the residuals in the scatter plot they are the same or similar for the values
of the dependent variable, even homoscedasticity can be concluded.

Normal distribution of the residuals is given shown by both, the residual histogram
above as well as the Kolmogorov-Smirnov test, done for the residuals of this model.

Tests of Normality
a

Kolmogorov-Smirnov
Statistic
Standardized Residual

df

,097

Shapiro-Wilk
Sig.

22

,200

Statistic
*

,972

df

Sig.
22

,747

*. This is a lower bound of the true significance.
a. Lilliefors Significance Correction

The level of significance does not allow the H0 to be rejected meaning that normal
distribution is given by evidence. Also the evaluation of the independence of the
residuals delivers the desired results.

Resulting from, running the multiple linear regression for this model, R square
amounts at the level of 0.609 meaning that 60.9% of the variance of the dependent
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variable can be explained by the chosen independent variables. The B coefficients
are showing interesting outcomes as well. The lowest intensity of the relationship
between the RDI and an independent variable is given in case of PT. The
relationship is negative amounting at -0.150 meaning that an increase of an
individual sensation of PT by a certain value decreases the RDI for 15% of that
value. The other dependent variables do have relationships at higher intensity with
RDI. They all are having an intense positive relationship with the dependent
variable of around one quarter, meaning a change in a sensation each would
change the sensation of overall readiness for change by around one quarter of the
value in the same direction, as available below.

As discussed previously, the above correlation is available between the
independent variables and the overall readiness for change. They are at least at a
medium level each. These findings offer room for further investigation in order to
check significance of influence of the dependent variables in the course of a
multiple regression analysis.

Coefficients
Model

Unstandardized

Standardized

Coefficients

Coefficients

B

(Constant)

1

a

Std. Error

1,500

1,033

CO3

,274

,086

AVTL_NEW

,259

AVSL
AVPT

t

Sig.

90,0% Confidence
Interval for B

Beta

Lower

Upper

Bound

Bound

1,452

,165

-,297

3,296

,551

3,181

,005

,124

,423

,130

,360

1,987

,063

,032

,485

,233

,162

,286

1,435

,169

-,049

,515

-,150

,129

-,200

-1,163

,261

-,375

,075

a. Dependent Variable: RDI
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Significant influence of the independent variables on RDI can be detected by the
use of this model in the case of CO as well as TL. As previously mentioned, due to
the small control sample, the level of significance is lowered to 0.9. However, in
contrast to the stepwise correlation analysis above, not all the independent
variables have significant influence. This could be caused by the fact that in the
case of a multiple linear regression the independent variables are evaluated
whether they are a useful predictor for the dependent variables over the other
independent variables. Therefore, it is possible that the independent variables
share proportionally the variance each of the variables have in common with the
dependent variable. That does not mean there is no significant influence detectable
in the case of single linear regression or even correlation analysis (Abrams 2007).
Due to that, correlation analysis was conducted above to prove the significant
influence of one of the chosen independent variables on the dependent variable
RDI.

6.4.2

Model 2 – Independent variable: ER

In the course of the second model, the emotional readiness, a specific variable of
RDI, is taken into consideration instead of the previous approach of taking the
overall readiness for change as a dependent variable for the regression analysis.
This follows the idea of identifying whether readiness for change respectively
localizing the forms of potential resistance in this area. Before the multivariate
approach is conducted, again step by step evaluation by the use of correlation is
utilized to conduct hypothesis testing.
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Politicking significantly influences ER
The political structure turned out to have a significant influence on the overall
readiness for change. Whether this is true in the case of emotional readiness is
outlined in the following investigation. The correlation between the two variables
is reached the value of -0.286. Not surprisingly, the correlation is again negative, as
it should by assumption be in every case as politicking is negatively afflicted in
contrast to the other variables. The negative relationship is meaning, when
politicking is increasing, the emotional readiness is decreasing and vice versa.

Correlations
AVER
Pearson Correlation
AVER

1

-,286

Sig. (2-tailed)
N
Pearson Correlation

AVPT

AVPT

Sig. (2-tailed)
N

,197
22

22

-,286

1

,197
22

22

However, that does not provide any evidence. When evaluating the p value
reaching a value of 0.197, no significant influence is detectable at all. Based on that,
the H0 cannot be rejected. A possible explanation could be the foundation of
emotional readiness: past experience. These experiences could be but are not
necessarily related to the political structure in the organization. To take the
conclusion on that topic one step further, even the time period an employee has
already worked at the in the company is considered as related past experience and
is to be taken into account. That could offer room for further investigation.
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Trust in Leadership significantly influences ER
As described above, trust in leadership is having a significant influence on the
overall readiness for change. But which of the single variables of readiness for
change is it specifically affecting, is the target of further analysis, starting with
emotional readiness.

Correlations
AVER
Pearson Correlation
AVER

1

Sig. (2-tailed)
N

AVTL_NEW

AVTL_NEW
,306
,165
22

22

Pearson Correlation

,306

1

Sig. (2-tailed)

,165

N

22

22

The correlation between the TL and ER is reaching a value of 0.306. That is
showing low to medium correlation. However, no significant influence is evident.
TL seems not to be a viable predictor for the emotional readiness in the course of
change by investigating the given change situation. However, that does not
warrant a general conclusion concerning that topic. In another set of data, the
results can be somewhat different, due to the low number of participants in the
research. The possibility of evaluating the trust in leadership only from an
efficiency point of view rather than from emotional perspective could deliver
further explanation. Rise for counter argumentation is encouraged based on a
correlation of 0.306, but this is not evidence of causality. Finally, the H0 cannot be
rejected
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Cohesion significantly influences ER
The correlation coefficient of cohesion and the emotional readiness for change is
showing a considerable value of 0.506. This gives rise to the conclusion of medium
to strong influence of cohesion on the emotional readiness for change. However,
that is not concrete evidence. When the sensation of competencies amongst
colleagues is alternating, the emotional readiness changes in the same direction.

Correlations
AVER
Pearson Correlation
AVER

1

Sig. (2-tailed)
N

CO3

CO3
*

,016
22

22

*

1

Pearson Correlation

,506

Sig. (2-tailed)

,016

N

,506

22

22

*. Correlation is significant at the 0.05 level (2-tailed).

The p value is reaching the amount of 0.016. That means significant influence of
cohesion on the emotional readiness for change is given. Based on that, the H0 can
be rejected. A possible explanation for these results can be traced to educational
problems in a given team or even another team, when a change situation had to be
handled. When someone does not have sufficient competencies to handle a
challenging situation like a change, difficulties could arise. People who have
previously experienced the process could emotionally evaluate the competence
situation among the certain team as a decisive factor for adequately handling the
change that results from inconvenient perceptions of the situation.
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Support of Leadership significantly influences ER
The correlation of support of leadership and the emotional readiness for change is
at a low level, reaching only a value of 0.154. Based on that finding, as expected no
significant influence of support of leadership on the emotional readiness for
change can be found, illustrated by the p value.

Correlations
AVER
Pearson Correlation
AVER

1

Sig. (2-tailed)
N

AVSL

AVSL
,154
,493
22

22

Pearson Correlation

,154

1

Sig. (2-tailed)

,493

N

22

22

Therefore, the H0 cannot be rejected and no statistical evidence can be derived for
the support of a taken assumption of ER to be influenced by SOL. The support of
leadership does not seem to be highly relevant from an emotional perspective. This
could mean that the support is determined to be what it basically is, professional
backup. Not being emotionally dependent on leadership is instrumental in
fostering professional working conditions. Support of leadership is maybe more
relevant intentionally and cognitively being the target of a further investigation
that is available below.

Additionally to be mentioned is the overall challenge of evaluating the emotional
perspective particularly when a language barrier exists. Expressions can be
interpreted different from their original purpose. Finally, the interviewer is not
professionally educated in this area representing further restrictions.
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Multiple Regression Analysis
In the course of this model, multiple linear regression analysis was conducted to
prove whether the complete model allows the derivation of useful conclusions in
terms of detecting significant influence of several of the explaining variables on the
emotional readiness for change. The four model assumptions are checked again to
prove necessary quality of the linear regression model can be assured. For the
remaining duration of the thesis, most of the relevant charts are available in the
appendix. The approach used to present charts was for illustrative purpose but
will not be continued.

Normal distribution of the variables is not only available through the histogram,
but also from the Kolmogorov-Smirnov test in the case of this model. A linear
relationship is clearly available in the course of this model from the scatter plot.
When examining the scatter plot of residuals, even homoscedasticity can be
assumed without further investigation.

R square reached the value of 0.433 meaning that 43.3% of the variance of ER can
be explained by the independent variables. The strongest correlation between ER
and the independent variables is detectable in case of CO correlating with ER at a
considerable level of 0.503 as already explained above. Even the highest B
coefficient is detectable in the case of CO amounting at 0.308. Therefore, increasing
the sensation of competencies among colleagues by a certain value (given the
chosen scale) the emotional readiness for change is increasing by nearly 31% of
that value in the same direction. When examining the levels of significance of the
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chosen independent variables, only CO has an inherent significant influence in the
course of this model.

Coefficients
Model

Unstandardized

Standardized

Coefficients

Coefficients

B

(Constant)

1

a

Std. Error

1,570

1,283

AVTL_NEW

,248

,162

AVSL

,110

AVPT
CO3

t

Sig.

90,0% Confidence
Interval for B

Beta

Lower

Upper

Bound

Bound

1,224

,238

-,662

3,803

,334

1,530

,144

-,034

,529

,202

,130

,545

,593

-,241

,461

-,043

,161

-,056

-,269

,791

-,323

,236

,300

,107

,586

2,811

,012

,115

,486

a. Dependent Variable: AVER

That could be the case because of the fact that in the course of the multiple linear
regression analysis the independent variables are evaluated based on whether
they were a useful predictor for the dependent variables over the other
independent variables. Therefore, it could happen that the independent variables
share partly the variance they have in common with the dependent variable. That
does not mean a significant influence does not exist in the case of single linear
regression (Abrams 2007). However, equal to choosing overall readiness for
change as dependent variable, CO is the only variable having significant influence.
Therefore, this variable seems to be one of the most influential factors in the given
set.

6.4.3

Model 3 – Independent variable: CR

The cognitive readiness for change is the main target of the next model. It is to be
evaluated, whether one of the variables CO, TL, PT and SOL are having any
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influence or not. In the case any of the independent variables is influencing the
overall readiness for change, it does not mean that is valid for the single subdimensions of RDI. The localization of resistance through the certain levels of
readiness is offering meaningful potential for identifying areas in need of
improvement.

Politicking significantly influences CR
So far, politicking turned out to influence the overall readiness for change but not
the emotional in detail. Now the cognitive part is the target of the evaluation. The
negative correlation between politicking and cognitive readiness for change is
showing considerable value of -0.505. That means when the sensation concerning
politicking increases, the cognitive readiness for change decreases.

Correlations
AVCR
Pearson Correlation
AVCR

1

Sig. (2-tailed)
N
Pearson Correlation

AVPT

AVPT

Sig. (2-tailed)
N

-,509

*

,015
22

22

*

1

-,509

,015
22

22

*. Correlation is significant at the 0.05 level (2-tailed).

Not only correlation, but also statistical evidence is given in this model. Evidence to
support this claim is illustrated by the p value. Based on that finding, the H0 can be
rejected. The political structure in the organization is seemingly quite important
for the readiness for change, not only overall, but also from cognitive perspective.
Not only politically driven power games, but also the impression that things are
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only attainable through one’s individual reputation and social networking
obviously reduces the readiness for change. This could result from not considering
the message of the change itself, when having the impression it is not caused by
rationality, but something else. This seems completely logical. Based on these
findings, political structures must be the target of improvement measures. This
results from cohesion between the readiness for change and politicking, from the
cognitive perspective.

Trust in Leadership significantly influences CR
In the case of trust in leadership, the correlation with the cognitive readiness for
change is given, but only reaching a low value. The correlation coefficient of 0.285
is not extraordinary high. Furthermore, the p value does not allow one to conclude
significant influence does exist. The value of 0.198 is clearly negating statistical
evidence for correlation between the chosen variables. The H0 cannot be rejected.

Correlations
AVCR
Pearson Correlation
AVCR

1

Sig. (2-tailed)
N

AVTL_NEW

AVTL_NEW
,285
,198
22

22

Pearson Correlation

,285

1

Sig. (2-tailed)

,198

N

22

22

However, this result is partly surprising, as trust in leadership and the related
determination of change are not significantly influencing the cognitive readiness
for change. As the cognitive part should be based on rational consideration, the
trust in leadership should influence the related readiness by assumption. However,
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maybe probands differentiate between the trust in general and the efficiency of the
current measure. Therefore, a situational context can be taken into account for
finding a possible explanation for that result. Based on this consideration,
significant correlation could eventually be given when asking for general cognitive
readiness, rather than for that one in a given situation

Cohesion significantly influences CR
The correlation of the two variables reaches a value of 0.389, illustrating a scantily
distributed medium correlation. As long as the situation concerning sufficient
competencies amongst colleagues is influencing not only the overall readiness for
change but also the emotional, it is to be evaluated whether this is also true from
the cognitive perspective. When evaluating the p value in the correlation analysis,
the following were a result. The value of 0.074 does not allow detecting significant
influence on a 0.95 level of significance, but on a marginal level.

Correlations
AVCR
Pearson Correlation
AVCR

1

Sig. (2-tailed)
N

CO3

CO3
,389
,074
22

22

Pearson Correlation

,389

1

Sig. (2-tailed)

,074

N

22

22

As mentioned above, due to the small control sample, the level of significance is
lowered to the value of 0.9. This means that significant influence is also given in
that case. Based on this, the H0 can be rejected. In the case where no sufficient
competences are sensed to be exchanged among colleagues it is at least having
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slight influence on the cognitive readiness. Even if that level of influence is not
highly significant, the conclusion of sufficient competences to be correlating with
the cognitive readiness of a change sounds quite logical. To handle a change is
often representing intellectual challenge. In the case where one is well educated
and experienced, handling that part can be assumed to be easier and the process
can be operated more efficiently. That should in turn foster readiness for change
from the cognitive perspective, as long as this is based on rational considerations.

Support of Leadership significantly influences CR
The correlation coefficient is showing a value of 0.354. Resulting from the p value
available from the table below significant influence of the support of leadership on
the cognitive readiness for change cannot be detected. That is neither when
choosing a level of significance of 0.95 nor at the lower level of 0.9. Therefore, no
evidence for any influencing structure is detectable.

Correlations
AVCR
Pearson Correlation
AVCR

1

Sig. (2-tailed)
N

AVSL

AVSL
,354
,106
22

22

Pearson Correlation

,354

1

Sig. (2-tailed)

,106

N

22

22

Based on that, the H0 cannot be rejected. This result is interesting as long as the
support for the certain task should foster efficient implementation and therefore
influence the related cognition. However, if the leadership support is influencing
cognitive readiness for change in general, than that must not be the case for the
current task. In the case where leadership is not educated well enough or informed
95 | P a g e

concerning the topic, the given support will not have strong influence. Therefore,
the informational status of the certain direct leadership must be taken into account
in order to make a decision concerning that. Furthermore, whether overall
efficiency of a measure per se is evaluated to be high the measure could be made
irrespectively of getting support from leadership. It may also be the case that an
individual who is required to use new procedures does not need the help of the
certain superior. However, the evaluation of the support of leadership was resulted
in high values. The average evaluation is amounting at 4.21, representing the
highest value of all independent variables. In the most cases, the support of
leadership was highly satisfactory. That is additionally lowering the relevance of
support of leadership from the cognitive perspective, as it is at an adequate level
but not enough to influence cognitive readiness.

Multiple Regression Analysis
For the purpose of examining the model based on multiple linear regression
analysis, all relevant pre-assumptions for the analysis are given. The scatter plot
clearly illustrates the existence of a linear relationship given by the pattern of the
residuals. Furthermore, strengthening the case that the ultimate conclusion of
homoscedasticity to be accurate. Normal distribution seems to be given based on
the corresponding histogram but is evidence which resulted from the KolmogorovSmirnov test.

Based on pre-assumptions, the overall model’s quality seems to be high,
additionally supported by the value of R square of 0.468. That shows nearly 50% of
the variance of the cognitive readiness for change is explained by the model. The
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strongest correlation is given in the case of politicking, reaching a value of -0.505.
That is followed by cohesion reaching a value of 0.389 and support of leadership at
an amount of 0.354. The correlation between trust in leadership and CR is a little
lower at a level of 0.285. These findings are already explained in more detail above.
The B coefficients are not showing extraordinary high values. This means the
certain relationships of the dependent variables with the cognitive readiness for
change are not too high. They are varying from 0.160 up to 0.377, whereat
politicking is again showing negative relationship of -0.293, as it logically should.
This means in the case where of the sensation of politicking varies the cognitive
readiness will change in the opposite direction. In the case of the other predicting
variables the alteration of the dependent variable would occur in the same
direction.

Coefficients
Model

Unstandardized

Standardized

Coefficients

Coefficients

B

(Constant)

1

a

Std. Error

1,838

1,584

AVTL_NEW

,160

,200

AVSL

,337

AVPT
CO3

t

Sig.

90,0% Confidence
Interval for B

Beta

Lower

Upper

Bound

Bound

1,160

,262

-,918

4,594

,169

,801

,434

-,187

,508

,249

,313

1,355

,193

-,096

,771

-,293

,198

-,294

-1,475

,159

-,638

,053

,277

,132

,422

2,098

,051

,047

,506

a. Dependent Variable: AVCR

However, despite of the given intensities of the relationship and considerable
correlations, there is no evidence to support the existence of correlation between
PT and CR in this model, resulting from the p value. This is also true of other
variables, except cohesion. Again, the overall model does not deliver exactly the
same results as the step by step approach by the use of a correlation analysis. This
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could result from the fact that the independent variables share the variance
proportionally with the dependent variables they are associated with (Abrams
2007).

Cohesion turns out to have the strongest influence, even from the cognitive
perspective. The competencies, specifically the sensation associated with
competencies amongst colleagues, are obviously representing a crucial factor in
the course of the analyzed change measure. Whether this is even true from
intentional perspective is investigated in model 4, available below.

6.4.4

Model 4 – Independent variable: IR

In the course of model 4, the intentional readiness for change is investigated to
determine if it can be influenced by one of the chosen independent variables.
Before the multiple regression analysis was conducted, correlation analysis was
performed again stepwise for the purpose of hypothesis testing. The intentional
readiness offers a different perspective than the others. Therefore, variables which
have influence one of the other readiness sub-dimensions do not necessarily have
any influence on the intentional readiness for change.

Politicking significantly influences IR
Politicking has an inherent low negative correlation with the intentional readiness
for change. The correlation coefficient is showing a value of -0.299. In addition, no
significance is detectable. The p value results in 0.177. That does not allow the
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conclusion of correlation at any significance level. Based on that, the H0 cannot be
rejected.

Correlations
AVIR
Pearson Correlation
AVIR

1

-,299

Sig. (2-tailed)
N
Pearson Correlation

AVPT

AVPT

Sig. (2-tailed)
N

,177
22

22

-,299

1

,177
22

22

That result is partly surprising, as the political structure is likely to influence
people’s intentions. A possible explanation for that could originate in the
assumption that people tend to communicate more willingly than it is really the
case. Even when politicking is influencing intentional readiness, it cannot be
statistically proven because a number of people will not reveal their true
intentions and as a result can deform the outcome especially in the given small
control sample. Despite these findings, there should be attention be paid to the
political structure that results from the situation related to the intentional
readiness for change, even when no statistical evidence is available. This is
supported by the fact that the political structure is evaluated to be present at a
level of 3.5, offering room for improvement as this finding is not to be desired.

Trust in Leadership significantly influences IR
The correlation of trust in leadership with the intentional readiness is showing a
considerable value of 0.436. The adequacy of trust in leadership as a predictor for
intentional readiness seems to be given. In the case where the sensation
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concerning TL is changing, the IR will change in the same direction. That is giving
rise to the conclusion of influence to be given but with no statistical arguments.

Correlations
AVIR
Pearson Correlation
AVIR

1

,436

Sig. (2-tailed)
N

AVTL_NEW

AVTL_NEW

,042
22

22

*

1

Pearson Correlation

,436

Sig. (2-tailed)

,042

N

*

22

22

*. Correlation is significant at the 0.05 level (2-tailed).

However, the p value of 0.042 is showing evidence for correlation. Based on that,
the H0 can be rejected. That result is to be expected. Trust in the structures and
procedures chosen by management causes the willingness to support them as they
are assumed to be adequate. This explanation is the only logical reaction to that
point. Creating trust is therefore a useful instrument to achieve a buy-in from the
employees in order to achieve a certain goal during the course of change.

Cohesion significantly influences IR
The assumption that low a level of quality of cohesion is a predictor for intentional
readiness is supported by the correlation, only the value of 0.244. No statistical
evidence is available, resulting from the p value 0.259. This does not allowing the
conclusion of causality at any level of significance. Based on this finding, the H0
cannot be rejected.
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Correlations
AVIR
Pearson Correlation
AVIR

1

,259

Sig. (2-tailed)
N

CO3

CO3

,244
22

22

Pearson Correlation

,259

1

Sig. (2-tailed)

,244

N

22

22

Cohesion, measuring the trust in the competences of colleagues, is not suitable to
explain the intentional readiness for change. This can be explained as follows.
Although the improvement of competences desired it is not necessarily having any
influence on the willingness to support a certain change measure. The measure can
be evaluated as being adequate irrespective of competences amongst colleagues.
This is because the situation is neither telling whether the necessary trainings are
then available for handling the change, nor whether additional competences are
necessary per se. In the evaluated situation, demand for trainings is given.

Despite the fact that people require additional trainings, that have influence on
cognitive readiness as described above, it does not influence their willingness for
change. When the situation is viewed from a positive perspective, people are
motivated to support a change even in the cases where they feel not being
sufficiently educated due to trust issues associated with the trainings.

Support of Leadership significantly influences IR
The correlation coefficient of 0.345 gives rise to further consideration. The value is
quite close to medium correlation, but is not showing any evidence.

101 | P a g e

Correlations
AVIR
Pearson Correlation
AVIR

1

Sig. (2-tailed)
N

AVSL

AVSL
,345
,116
22

22

Pearson Correlation

,345

1

Sig. (2-tailed)

,116

N

22

22

However, the p value does not allow one to conclude the existence of a significant
influence of the support of leadership on the intentional readiness for change.
Based on that, the H0 cannot be rejected. That result is surprising on the one hand
but can logically be explained on the other. While the intentional readiness varies
among the control sample, the support of direct leadership is rated to be very
comprehensive in nearly every case. Therefore, the variance of the intentional
readiness cannot be explained by a factor which is in the most cases experiencing
high evaluation. This could also be the reason for the other results available above
concerning the support of leadership, which does not have a significant influence
on any of the dependent variables, but marginal in the case of overall readiness for
change.

In addition, the support of leadership could generally not be an adequate predictor
for change variables in the case where the change process is not adequately
conducted in terms the transformation of information. Particularly, this happens in
the case where a certain superior is not adequately informed concerning the new
tasks of the project. No real support can be provided. This will conform to several
predications in the course of the study. While people evaluate the general support
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very high, the support as regarding the change was often stated not to be
demanded from direct leadership. Therefore, it may be required.

Multiple Regression Analysis
The model assumptions are delivering satisfying results in the case of this model.
Normal distribution should not be a problem according to the histogram and is
proven by the Kolmogorov-Smirnov test. A linear relationship as well as
homoscedasticity could be taken as given when examining the related scatter plot
of the residuals.

Overall model quality is shown by the R squared value, reaching a value of 0.368.
Therefore, 36.8% of the variance of the dependent variable can be explained by the
model. The correlation coefficients are showing expected results as the leadership
related variables are showing the strongest correlations. Trust in leadership is
correlating with the intentional readiness at a level of 0.436, whereas support of
leadership is correlating with the intentional readiness at a level of 0.345. That is
followed by politicking, reaching a negative correlation coefficient of -0.299,
meaning the higher politicking the lower the intentional readiness for change.
More detailed analysis of that is already provided above.

The B coefficients, showing the intensities of the relationships, are going to
conform to the prior findings about correlation. The strongest intensity exists
between trust in leadership and the intentional readiness. In the case of changing
the sensation concerning TL at a given value, IR is altering at 37% of the value of
TL in the same direction. The intensity is then followed by support of leadership
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reaching a value of 0.247 and cohesion, reaching a value of 0.243. Politicking is
showing a negative relationship, but not at a considerable value. However, in this
model neither the relationship intensity, nor the correlation coefficient, execute
definitely meaningful results in the course of this model.

Coefficients
Model

Unstandardized

Standardized

Coefficients

Coefficients

B

(Constant)

1

a

Std. Error

1,114

1,826

AVTL_NEW

,370

,230

AVSL

,247

AVPT
CO3

t

Sig.

90,0% Confidence
Interval for B

Beta

Lower

Upper

Bound

Bound

,610

,550

-2,062

4,291

,371

1,605

,127

-,031

,770

,287

,219

,861

,401

-,252

,747

-,119

,229

-,114

-,519

,611

-,516

,279

,243

,152

,354

1,600

,128

-,021

,508

a. Dependent Variable: AVIR

Based on the model’s p values, there is no significant correlation between any of
the chosen independent variables and the intentional readiness for change in this
model. An explanation for that result could be that the independent variables are
partly sharing the variance they have in common with the dependent one (Abrams
2007). However, as listed above, significant influence on the intentional readiness
for change is available when examining the influencing structures stepwise in the
course of a univariate analysis. Therefore, trust in leadership does influence the
intentional readiness for change by statistical evidence.

6.4.5

Model 5 – Independent variable: PSU

In the course of model 5 it was evaluated, whether one of the variables chosen for
the purpose of this research was adequate as a predictor for the project’s success.
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The correlation analysis does not show considerable values. Even by the use of ttests, what is more viable in the given setup, no useful outcome was generated.
There are no variables that significantly influence the project’s success detectable.
Further explanation concerning the project’s success is available in the following
paragraph.

RDI/ICO/SOL significantly influences PSU
None of the chosen variables demonstrates a significant influence on the project’s
success. Based on that, the H0 of none of the PSU related hypotheses can be
rejected. That can be explained by the character of the project success variable for
example. It only represents a snapshot in the course of a long lasting project and is
not really meaningful in the end. Based on the given data, no conclusion can be
made on whether project success is in the end causing readiness for change or
whether readiness for change is in turn influencing the project’s success. The
projects are partly in very early stages and therefore not meaningful in terms of
reliable conclusions. What is more, not all the projects even are in a phase offering
the possibility of measuring the success. Based on that, not for every project in the
control sample data is available. In the light of these facts, the author of this thesis
decided to disclaim further detailed testing as the outcomes would not be reliable
at all.
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7 Answering the Research Question

Whether any of the variables of readiness for change are influenced by the chosen
independent variables, respectively the identification of resistance and localizing it
was the target of the research segment of this thesis. In addition, it was examined
whether one of the chosen variables is having any influence on the project’s
success. For the purpose of generating answers to the research question(s), two
illustrations are available below. Thereby, the first one is focusing on the stepwise
hypotheses testing by the use of a correlation analysis, whereas the second one is
showing the results of the multiple regression models. The permanent arrows are
showing significant influence on a level of 0.95 and the dotted arrows are showing
influence only detectable in case of a significance level of 0.9.

Based on the correlation analysis, it is obviously that, the internal context as well
as the support of leadership, have significant influence on the readiness for change.
In detail, all of the independent variables have at least slightly significant influence
on the overall readiness for change. When trying to localize potential resistance
through splitting the overall readiness for change into sub-dimensions, the
following results are generated. The only variable having significant influence on
the emotional readiness for change is cohesion. Therefore, this is specific source of
resistance in the case where emotional readiness is lacking, When cohesion is
decreases, the emotional readiness decreases and vice versa.
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In the case of cognitive readiness, the situation is slightly different. Not only
cohesion, but also politicking has significant influence on the cognitive readiness
for change. Therefore, the political structure is also identified to be a potential
source of resistance. However, influencing structure is different than in the case of
cohesion, due to the fact, the correlation is negative. In the case that the sensation
about politicking decreases, the cognitive readiness increases.

Trust in leadership is the only variable having significant influence on the
intentional readiness for change. That means TL can be identified as the only
source of resistance to intentional readiness. Due to the positive correlation, the
intentional readiness increases in case where trust in leadership increases and vice
versa.

Figure 9. Influencing Structure Correlation Analysis
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Finally, cohesion turns out to be the only variable having significant influence on
more than one sub-dimension of the readiness for change. It seems therefore to be
an important factor in the course of change. The status of job related knowledge
must clearly be part of further consideration. Trust in leadership, as well as
politicking, both influence just one of the sub-dimensions of RDI. Based on that,
resistance emerging from one of these dependent variables can only be detected in
one specific area each whereas support of leadership is slightly influencing the
overall readiness for change but no specific area of influence can be localized.

When comparing these results from the correlation analysis with that, of the
multiple regression analysis, a lower number of significant findings are available.

Figure 10. Influencing Structure Regression Analysis
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The overall readiness for change is merely influenced by trust in leadership and
cohesion. Except of cohesion, no influence of one of the independent variables can
be determined. However, cohesion still has a significant influence on the emotional
readiness and slightly significant influence on the cognitive readiness. Therefore,
its quality as a predictor in the course of the conducted research is the highest in
the case of identifying sufficient competencies amongst colleagues. Even trust in
leadership, as well as politicking, are quite useful predictors, but hardly in case of
one of the multiple regression models. The less significant influences are resulting
from the support of leadership. However, this is the most positively evaluated
independent variables and can therefore predominantly be excluded from
representing a potential source of resistance.

Furthermore, another conclusion can be made when answering the research
question(s) by investigating the project’s success. Resulting from any of the
previously stated assumptions, none of the variables is having any influence on the
project success. This could result from the fact that the project’s success is only
representing a snapshot. It is not detectable whether one of the chosen variables
could affect the project success or whether the project success would be a more
useful predictor for the readiness for change or any of the other variables. Based
on the findings, influence on the project success, resulting from any of the chosen
variables is to be negated in this model. However, this offers room for further
investigation, and should be conducted in the long-run.
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8 Management Recommendations

There are a number of different areas available that offers room for improvement.
They are generated not only through the conducted statistical analysis, but are
even backed up by needs and expectations acquired from the control sample
through open questions. To derive management’s final conclusions, the decisive
aspects having significant influence on the readiness for change are described and
subsequently accompanied by people’s recommendations. This is accomplished in
the following three steps:

8.1 Trust in Leadership
The general trust in leadership does not only influence the overall readiness for
change, but especially the intentional, through statistical evidence. Due to the fact
that the trust in leadership is not extraordinary high, measures should be taken to
counteract this finding. The most viable option to be considered consists of both,
participation and communication. Both parts are combined to build the first crucial
step to be improved: information.

People in the control sample do ask for further information to create a common
understanding of all roles and responsibilities as well as the basic terminology of
project management in general. There is a lack of unique understanding in the
different project teams. In fact, they are aware of the basic understanding of how
things work, but details should be communicated repeatedly. This should
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particularly include the main purpose of the change measure. Only in the case
where people do clearly understand the purpose of a taken measure, respectively
the main resulting advantage, trust can be generated. Also a database concerning
“lessons to be learned” was required by the control sample.

Furthermore, participation is an important requirement in order to achieve the
necessary buy-in of the people. What was mentioned in the course of the
interviews was that it would be appreciated to be asked more about individual’s
opinion. People don’t have the feeling of really being included in the decision
making process. The approach of asking everyone about individual ideas is not
productive as it would be too much effort. However, at least partial face-to-face
talks could be viable, not only for trust creating purposes but also for learning from
the people doing project management on a daily basis.

The above mentioned aspects represent the first step of an overall approach to
achieve people readiness for change in the end. The following illustration provides
an overview:
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Figure 11. Information Recommendation

Once the trust in leadership increases through adequate communicational
measures, the overall readiness for change increases. In addition, the intentional
readiness is especially affected. That means when the number of people with the
willingness to support a change measure increases, respectively potential
resistance is counteracted. As long as improving readiness for change is not a onestep approach that serves as a basis for further measures, fostering the readiness
for change, are explained in the following paragraphs.

8.2 Cohesion

As far as already mentioned above, cohesion in the course of this research is
measuring the sensation concerning competencies amongst colleagues. Based on
this fact, the situation regarding to that was not extensively evaluated positively,
there is room for improvement. That is related to further trainings and workshops.
The main step refers to: guidance.
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The competencies situation is not only directly affecting the overall readiness for
change, but can be also located to significantly influence the emotional as well as
the cognitive readiness for change. To improve the situation on that point, further
workshops as well as trainings are required. This is closely associated with the
information stage, where further information about basic terminology is
demanded. In the course of workshops, main roles and responsibilities are to be
defined. That should be accompanied by trainings, giving the chance to get used of
new functions. This finding is supported by a declaration from the people. They
sense not only the creation of basic understanding and terminology to be
important, but also further trainings and workshops to get used to the new
functions in more detail.

People even want to be regularly updated and that can be done through
workshops and trainings. In addition, tools are demanded to be explained and
trained more comprehensively. This is specifically mentioned in the case of risk
management. Furthermore, better communication and coordination across the
different projects is demanded. An approach to foster that should be developed.
Also a more clear approach for smaller projects is required. The following
illustration is giving overview concerning the most crucial tasks in the guidance
step to care about, resulting from the given situation:
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Figure 12. Guidance Recommendation

The guidance aspect leads not only to better performance through increasing
knowledge and skills, but also serves as a basis for motivation. The necessary
improvement of skills is not only supported statistically, but also explicitly
demanded in the course of the interviews. The significant influence on the
cognitive readiness for change is giving clear evidence that in the case of more
competencies concerning new functions the rational sensation concerning success
of a measure is higher, which is quite logical. In addition, the emotional readiness,
which is even significantly affected, offers the potential for improvement. That is,
through emotionally sensing the successful change, leading to a further increase in
motivation. Resistance from an emotional perspective can result from past
experience and can be reduced when preparing people adequate for change.
Thereby, fear of failure can extensively be reduced.
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8.3 Politicking

The political structure which is, resulting from the research considerably present,
even offers room for improvement. As far as the political structure is sensed to be
quite important for achievement, it can reduce motivation. By statistical evidence,
politicking significantly influences not only the overall readiness for change, but
also the cognitive. Therefore, politics result in sensing the change less adequate by
rational consideration. The correlation is negative, meaning the more intense the
political structure is evaluated, the lower is the readiness for change in turn. Based
on that, politicking is clearly referred to as a source of resistance. In order to
overcome that, the political structure has to be changed, or at least the sensation
concerning to that. This in turn leads to more motivation because the pure feelings
associated with achievement without favoritism is inspirational. That in turn
increases the cognitive readiness for change and reduces resistance. The chosen
instrument fostering that approach is: motivation.

The political structure is developed through five different items. These are
favoritism, self-intended behavior, power games, meaning of an individual’s
reputation and opportunistic behavior. The most of these aspects are evaluated to
be given. Measures to counteract these findings are required. A first approach is
concerned with relaxing structures. Giving people more flexibility generates trust
and delivers the sensation of lower politics behind a given approach as far as it is
chosen on its own consideration. That should even be accompanied by delivering
more responsibility, what should in turn have similar effects. Both aspects are even
mentioned to be important in the course of the interviews.
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Furthermore, consistency should be ingrained in management’s behavior. Setting
an example is decisive not only for motivation, but also for creating the sensation
of not only for the political aspects to be the reason for change, but also true belief
in the benefits resulting from it. Giving people future perspective is another tool in
order to create the necessary trust causing motivation. Reliable forecasting can
even reduce the feeling of experiencing a political approach as it is long-lasting
process. This refers to a mentioned problem in the course of the interviews, the
rapidness of change. Once one gets used to a new structure, it is already obsolete.
That is clearly delivering the message of political intentions, as too much change is
not productive per se, but caused by other consideration.

The following illustration gives an overview concerning the most crucial tasks in
the motivation step to care about, resulting from the given situation:

Figure 13. Motivation Recommendation
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The measures available from the graph above in total show a viable approach
leading to an increase in trust. In addition, this causes identification which will
finally result in more motivation. A decisive role in the course of this approach is
the performing political structure. This is not only supported by statistical
evidence, but is also mentioned in the interviews, when asking for needs and
expectations.

Finally, there are three main steps to be mentioned in order to generate the
necessary improvement of the chosen change management approach in the course
of unification of the project management procedures. Especially, attention has to
be paid to information, guidance and motivation. Thereby, the given
recommendations especially represent the areas which should be target to further
improvement. They are not only desired resulting from asking for needs and
expectations, but also statistically supported. For more detailed needs and
expectations, in the appendix there is a complete list of all different aspects
mentioned, acquired by the conducted interviews.
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9 Conclusion

Change must occur, this fact is indisputable. However, it is challenging rather than
elementary. Not only available from literature, but also from empirical findings
there is a number of things to care about in the course of change. People are
required to move from well-known structures towards something unknown.
Therefore, resistance will be present in every change process (Bovey, Hede 2001,
pp. 534-534).

As analyzed in the course of this thesis, there are several factors that have
significant influence on the readiness for change. The chosen approach target was
selected to localize potential forms of resistance to change. Based on this,
management’s recommendations are deflected and additionally supported with
information on people’s needs and expectations. It turned out to be highly viable
listening to people. By doing so, crucial meaningful outcomes were generated in
order to improve the practice of change management. In addition, a considerable
number of useful ideas resulted from face-to-face conversation.

In conclusion, several theoretical assumptions, for example, on the importance of
communication and participation, as well as the emergence of resistance in
general, were confirmed in the course of this research. There is even a fit between
the statistical findings and the needs and expectations of people. Finally, managing
people in the course of change should not be underrated as it is multilateral,
challenging and vital for success.
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11 Appendix

Abstract
Im Kern dieser Magisterarbeit steht eine Studie über die Bereitschaft für Wandel in
der OMV AG. Konkret ist die Untersuchung im Projektmanagement des
Unternehmens angesiedelt. Die Implementierung eines konzernweit einheitlichen
Ablaufes bzw. einheitlicher Rollen für Projekte im Interesse einer „Single
Language“ wurde dabei untersucht. Für die Datenerhebung wurden Interviews
durchgeführt. Im Rahmen dieser Interviews wurden sieben verschiedene
Variablen mit offenen Fragen erhoben. Je Variable wurden fünf Fragen gestellt und
die Antworten auf einer Skala von eins bis fünf bewertet. Die Interviews wurden
mit Projektmitarbeitern verschiedener Hierarchieebenen und Rollen sowie
unterschiedlichem kulturellen Hintergrund durchgeführt.

Hauptaugenmerk lag im Zuge der Untersuchung auf der Bereitschaft für den
Wandel. Der Einfluss anderer Faktoren auf diesen wurde eingehend im Rahmen
einer Korrelations- und einer Regressionsanalyse untersucht. Schließlich wurden
basierend auf den Ergebnissen Empfehlungen für das Unternehmen abgeleitet. Als
Basis für die empirische Arbeit wurde das Thema Change Management, in welchen
diese Arbeit grundsätzlich angesiedelt ist, beschrieben. Dabei wurden die
wesentlichen Grundbegriffe, Konzepte sowie das Konstrukt Widerstand und die
Bedeutung der Führungsfunktion bzw. eines durchdachten Change Konzeptes zum
Vorbeugen von Wiederständen, durchleuchtet und erläutert.
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Interview Guideline
Part 1: Readiness for Change
Emotional Readiness
ER.1. What is your sensation about the new project procedures?
ER.2. How would you evaluate the new procedure in terms of comfort?
ER.3. What is your feeling concerning the new structure regarding a desired
refreshing element?
ER.4. What is your attitude regarding changing procedures in general?
ER.5. To which extent could you identify inner commitment concerning a
procedural change?

Cognitive Readiness
CR.1. To which extent could you identify positive effects regarding your working
conditions resulting from changing procedures?
CR.2. How would you evaluate announced possible future improvements in terms
of really being achieved?
CR.3. At which level do you see procedural change to simplify work?
CR.4. Is there by trend a fit between expected improvements and reality?
CR.5. At which degree do you see procedural change to improve efficiency?

Intentional Readiness
IR.1. To which extent do you see possibility to contribute to the procedural
change?
IR.2. How would you evaluate the amount of energy you are investing in
supporting change?
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IR.3. To which degree would you devote yourself to the change?
IR.4. Which input do you deliver for possible improvements of the change?
IR.5. How would you evaluate procedural change in general?

Part 2: Process Characteristics
Support of Supervisors/Leadership
SOL.1. What is your impression about the attention your manager pays to your
personnel situation concerning changing project procedures?
SOL.2. At what amount are solutions provided concerning your individual requests
related to changing project procedures?
SOL.3. To which extent does your manager place her/himself into your position in
the case of an inquiry resulting from the change?
SOL.4. At what level are problems regarding leadership style resulting from the
change?
SOL.5. Are there situations to be mentioned you cannot ask your manager for help
concerning new procedures?

Part 3: Internal Context
Trust in Leadership
TL.1. How would you evaluate the success of managers changing decisions in
general?
TL.2. To which extent is your manager felling decisions to your favor?
TL.3. To which extent do you feel comfortable with the decisions your manager
tells you to be necessary?
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TL.4. “Managers do their best to care about fair employee treatment in the course
of procedural restructuring” – What is you impression concerning to that?
TL.5. What is your indentation about security of employment in the organization?

Cohesion
CO.1. How strong is the coherence in your project team?
CO.2. How intense would you rivalry evaluate to be present in your project team?
CO.3. At which level would you evaluate sufficient competences to be available
regarding implementation of new procedures among your colleagues?
CO.4. How strong is your confidence in your colleagues?
CO.5. How strong is the coherence among different departments/project teams?

Politicking
PT.1. Which dimension of power games in the organization do you see?
PT.2.To which extent do people care about their own advantage only?
PT.3. How useful is favoritism to achieve a certain goal in the organization?
PT.4. How would you describe the situation in your working environment
concerning self-intended behavior?
PT.5. What is the denotation of reputation in the organization?

Open Questions
O.1. Do you have any further annotation concerning the questions answered?
O.2. What do you expect concerning your working situation for the future?
O.3. Do you see any room for potential improvements?
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Results of Open Questions

Regularly Mentioned
Clear structure of roles, responsibilities and deliverables
Give branches and projects more autonomy
No changes during a running project
Cooperation and coordination across all projects
More trainings and workshops to improve project management skills and keep
people updated
Keep the project key staff
More flexibility in projects
More integration of people to create standards together
More communication to create sufficient unique understanding of terms and
definitions and create commitment
Foster implementation and usage of simple and unique pm tools - especially for
risk management
More clear structure for smaller projects

Single Recommendations
Too comprehensive documentation requirements - time wasting
Too much changes destroy people's confidence
Simplifyinternalprocesses
Remuneration is a problem in petrom – no fair employee treatment
Further development in the area of risk management – room for improvement
Implement database for lessons learned
Constant personnelpolicy
Power game from corporate – no real value added
Too much contractors – set up more comprehensive pool of project staff
Create binding interpersonal rules of behavior – make people care about others
No fit between E&P and Corporate
Improvement of efficiency in administration is necessary
More clear approval structure necessary
More focus on complexity, not only on value of the project
More clear definition of complexity and maximum limits

Structure in Project Services (Only for Romania)
Direct Manager - Field Development Manager - sufficient!
Project Manager - sufficient!
PM Office -sufficient!
Line Manager - Project Services Team Lead - sufficient!
Project Services - partly both, HQ and Petrom - sufficient!
Manager/Team - Project Services only if necessary - sufficient!
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Additional Statistics
Reliability Check
Trust in Leadership

Reliability Statistics
Cronbach's Alpha

N of Items
,571

4

Item-Total Statistics
Scale Mean if Item

Scale Variance if Item

Corrected Item-Total

Cronbach's Alpha if

Deleted

Deleted

Correlation

Item Deleted

TL2

12,05

3,284

,558

,309

TL3

11,59

4,158

,458

,431

TL4

12,14

3,171

,352

,537

TL5

11,00

5,714

,101

,639

Reliability Statistics
Cronbach's Alpha

N of Items
,575

4

Item-Total Statistics
Scale Mean if Item

Scale Variance if Item

Corrected Item-Total

Cronbach's Alpha if

Deleted

Deleted

Correlation

Item Deleted

TL1

11,00

5,714

,155

,639

TL2

10,50

4,738

,325

,529

TL3

10,05

4,617

,543

,388

TL4

10,59

3,396

,473

,398
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Cohesion

Item-Total Statistics
Scale Mean if Item

Scale Variance if Item

Corrected Item-Total

Cronbach's Alpha if

Deleted

Deleted

Correlation

Item Deleted

CO1

14,32

5,370

,087

,104

CO2

14,68

5,275

-,017

,207

CO3

15,00

5,333

-,071

,279

CO4

14,23

4,470

,198

-,030

a

CO5

14,86

4,028

,160

-,016

a

a. The value is negative due to a negative average covariance among items. This violates reliability
model assumptions. You may want to check item codings.

Reliability Statistics
Cronbach's Alpha

N of Items
,104

4

Item-Total Statistics
Scale Mean if Item

Scale Variance if Item

Corrected Item-Total

Cronbach's Alpha if

Deleted

Deleted

Correlation

Item Deleted

CO2

10,73

4,589

-,073

,245

CO3

11,05

4,331

-,064

,253

CO4

10,27

3,827

,140

-,049

a

CO5

10,91

2,944

,223

-,262

a

a. The value is negative due to a negative average covariance among items. This violates reliability
model assumptions. You may want to check item codings.

Reliability Statistics
Cronbach's Alpha

N of Items
,245

3
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Item-Total Statistics
Scale Mean if Item

Scale Variance if Item

Corrected Item-Total

Cronbach's Alpha if

Deleted

Deleted

Correlation

Item Deleted

CO3

7,45

2,926

,078

CO4

6,68

2,608

,305

CO5

7,32

2,894

,049

,299
-,179

a

,377

a. The value is negative due to a negative average covariance among items. This violates reliability
model assumptions. You may want to check item codings.

Descriptive Statistics

Descriptive Statistics
N

Range

Minimum

Maximum

Mean

Std. Deviation

TL1

22

4

1

5

3,05

,899

TL2

22

4

1

5

3,55

1,011

TL3

22

3

2

5

4,00

,816

TL4

22

4

1

5

3,45

1,262

TL5

22

2

3

5

4,59

,590

Valid N (listwise)

22

Descriptive Statistics
N

Range

Minimum

Maximum

Mean

Std. Deviation

PT1

22

4

1

5

3,45

1,262

PT2

22

4

1

5

3,05

1,133

PT3

22

3

2

5

3,27

,883

PT4

22

4

1

5

2,95

1,214

PT5

22

1

4

5

4,77

,429

Valid N (listwise)

22

Descriptive Statistics
N

Range

Minimum

Maximum

Mean

Std. Deviation

SL1

22

4

1

5

4,23

1,066

SL1

22

3

2

5

4,18

1,097

SL3

22

3

2

5

4,00

1,024

SL4

22

4

1

5

4,18

1,053

SL5

22

3

2

5

4,45

,963

Valid N (listwise)

22
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Descriptive Statistics
N

Range

Minimum

Maximum

Mean

Std. Deviation

CO1

22

2

3

5

3,95

,785

CO2

22

3

2

5

3,59

1,054

CO3

22

4

1

5

3,27

1,162

CO4

22

3

2

5

4,05

,999

CO5

22

4

1

5

3,41

1,221

Valid N (listwise)

22

Descriptive Statistics
N

Range

Minimum

Maximum

Mean

Std. Deviation

ER1

22

2

3

5

3,95

,653

ER2

22

4

1

5

3,55

1,011

ER3

22

4

1

5

3,36

1,177

ER4

22

4

1

5

3,77

1,110

ER5

22

2

3

5

4,23

,685

Valid N (listwise)

22

Descriptive Statistics
N

Range

Minimum

Maximum

Mean

Std. Deviation

CR1

22

3

2

5

4,05

,999

CR2

22

3

2

5

3,55

,800

CR3

22

4

1

5

3,64

1,293

CR4

22

4

1

5

3,41

,959

CR5

22

3

2

5

4,00

,873

Valid N (listwise)

22

Descriptive Statistics
N

Range

Minimum

Maximum

Mean

Std. Deviation

IR1

22

4

1

5

3,77

1,232

IR2

22

4

1

5

3,64

1,465

IR3

22

3

2

5

3,91

1,019

IR4

22

3

2

5

4,05

,950

IR5

22

3

2

5

4,09

,811

Valid N (listwise)

22
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Descriptive Statistics
N

Range

Minimum

Maximum

Mean

Std. Deviation

AVTL

22

2,2

2,6

4,8

3,727

,5539

AVCO

22

2,0

2,4

4,4

3,655

,5021

AVPT

22

2,2

2,4

4,6

3,500

,7653

AVSL

22

2,6

2,4

5,0

4,209

,7077

AVER

22

2,8

2,2

5,0

3,773

,5962

AVCR

22

2,8

2,2

5,0

3,727

,7623

AVIR

22

3,2

1,8

5,0

3,891

,7994

RDI

22

2,33

2,67

5,00

3,7982

,57703

Valid N (listwise)

22
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Hypotheses Testing
Correlation Matrix (checking for multicollinearity)

Correlations
CO3

AVPT

Pearson Correlation
CO3

1

-,174

-,293

,175

,439

,186

22

22

22

22

-,300

1

-,067

-,248

,766

,266
22

N

AVPT

Sig. (2-tailed)

,175

N
Pearson Correlation
AVTL_NEW

22

22

22

-,174

-,067

1

,439

,766

22

22

22

22

-,293

-,248

**

1

,186

,266

,009

22

22

22

Sig. (2-tailed)
N
Pearson Correlation

AVSL

AVSL

-,300

Sig. (2-tailed)

Pearson Correlation

AVTL_NEW

Sig. (2-tailed)
N

,543

**

,009

,543

22

**. Correlation is significant at the 0.01 level (2-tailed).

Model 1
Tables
a

ANOVA
Model

1

Sum of Squares

df

Mean Square

Regression

4,260

4

1,065

Residual

2,733

17

,161

Total

6,992

21

F

Sig.

6,625

,002

b

a. Dependent Variable: RDI
b. Predictors: (Constant), AVPT, AVTL_NEW, CO3, AVSL
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Model 2
Tables

Tests of Normality
a

Kolmogorov-Smirnov
Statistic
Standardized Residual

df

,130

Shapiro-Wilk
Sig.

22

Statistic

,200

*

df

,959

Sig.
22

,467

*. This is a lower bound of the true significance.
a. Lilliefors Significance Correction

b

Model Summary
Model

R

R Square

Adjusted R Square

Std. Error of the

Durbin-Watson

Estimate
1

,659

a

,435

,302

,4982

2,141

a. Predictors: (Constant), CO3, AVTL_NEW, AVPT, AVSL
b. Dependent Variable: AVER

a

ANOVA
Model

1

Sum of Squares

df

Mean Square

Regression

3,244

4

,811

Residual

4,220

17

,248

Total

7,464

21

F

Sig.

3,267

,037

b

a. Dependent Variable: AVER
b. Predictors: (Constant), CO3, AVTL_NEW, AVPT, AVSL

Figures
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Model 3
Tables

Tests of Normality
a

Kolmogorov-Smirnov
Statistic
Standardized Residual

df

,101

Shapiro-Wilk
Sig.

22

Statistic

,200

*

df

,952

Sig.
22

,342

*. This is a lower bound of the true significance.
a. Lilliefors Significance Correction

b

Model Summary
Model

R

R Square

Adjusted R Square

Std. Error of the

Durbin-Watson

Estimate
1

,688

a

,473

,349

,6151

1,945

a. Predictors: (Constant), CO3, AVTL_NEW, AVPT, AVSL
b. Dependent Variable: AVCR

a

ANOVA
Model

1

Sum of Squares

df

Mean Square

Regression

5,771

4

1,443

Residual

6,433

17

,378

12,204

21

Total

F

Sig.

3,813

,022

b

a. Dependent Variable: AVCR
b. Predictors: (Constant), CO3, AVTL_NEW, AVPT, AVSL

Figures
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Model 4
Tables

Tests of Normality
a

Kolmogorov-Smirnov
Statistic
Standardized Residual

df

,124

Shapiro-Wilk
Sig.

22

Statistic

,200

*

df

,969

Sig.
22

,686

*. This is a lower bound of the true significance.
a. Lilliefors Significance Correction

b

Model Summary
Model

R

R Square

Adjusted R Square

Std. Error of the

Durbin-Watson

Estimate
1

,603

a

,363

,213

,7090

2,113

a. Predictors: (Constant), CO3, AVTL_NEW, AVPT, AVSL
b. Dependent Variable: AVIR

a

ANOVA
Model

1

Sum of Squares

df

Mean Square

Regression

4,873

4

1,218

Residual

8,545

17

,503

13,418

21

Total

F

Sig.

2,424

,088

b

a. Dependent Variable: AVIR
b. Predictors: (Constant), CO3, AVTL_NEW, AVPT, AVSL

Figures

xxviii | P a g e

Model 5
Tables
Correlations
RDI
Pearson
Correlation
RDI

Pearson
Correlation
Sig. (2-tailed)
N
Pearson
AVCR

Correlation
Sig. (2-tailed)
N
Pearson

AVIR

Correlation
Sig. (2-tailed)
N
Pearson

CO3

Correlation
Sig. (2-tailed)
N
Pearson

AVPT

Correlation
Sig. (2-tailed)
N
Pearson

AVSL

Correlation
Sig. (2-tailed)
N
Pearson

AVTL_NEW

Correlation
Sig. (2-tailed)
N
Pearson
Correlation

AVPS

1

Sig. (2-tailed)
N

AVER

AVER AVCR AVIR

Sig. (2-tailed)
N

,800

**

,871

**

,739

CO3

**

,464

AVPT AVSL AVTL_NEW AVPS
*

-,460

*

,370

,433

*

-,197

,000

,000

,000

,029

,031

,090

,044

,418

22

22

22

22

22

22

22

22

19

**

1

**

,301

,506

*

-,286

,154

,306

-,132

,000

,173

,016

,197

,493

,165

,590

22

22

22

22

22

22

22

19

**

1

,396

,389 -,509

*

,354

,285

-,123

,068

,074

,015

,106

,198

,615

,800

,000
22
,871

**

,721

,721

,000

,000

22

22

22

22

22

22

22

22

19

**

,301

,396

1

,259

-,299

,345

,436

*

-,214

,000

,173

,068

,244

,177

,116

,042

,379

22

22

22

22

22

22

22

22

19

*

,389

,259

1

-,300

-,293

-,174

,017

,029

,016

,074

,244

,175

,186

,439

,944

22

22

22

22

22

22

22

22

19

*

-,299

-,300

1

-,248

-,067

,141

,266

,766

,566

22

19

**

-,270

,009

,263

22

22

19

**

1

,050

,739

,464

-,460

*

*

,506

-,286 -,509

,031

,197

,015

,177

,175

22

22

22

22

22

22

22

,370

,154

,354

,345

-,293

-,248

1

,090

,493

,106

,116

,186

,266

22

22

22

22

22

22

*

,306

,285

,436

*

-,174

-,067

,044

,165

,198

,042

,439

,766

,009

22

22

22

22

22

22

22

22

19

-,197

-,132

-,123

-,214

,017

,141

-,270

,050

1

,418

,590

,615

,379

,944

,566

,263

,839

19

19

19

19

19

19

19

19

,433

,543

,543

,839

19

**. Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).
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One-Sample Test
Test Value = 0
t

df

Sig. (2-tailed)

Mean Difference

95% Confidence Interval of the
Difference
Lower

Upper

AVPS

12,391

18

,000

1,9474

1,617

2,278

AVER

29,683

21

,000

3,7727

3,508

4,037

AVCR

22,933

21

,000

3,7273

3,389

4,065

AVIR

22,831

21

,000

3,8909

3,536

4,245

RDI

30,874

21

,000

3,79818

3,5423

4,0540

One-Sample Test
Test Value = 0
t

df

Sig. (2-

Mean

tailed)

Difference

95% Confidence Interval of the Difference
Lower

Upper

AVPS

12,391 18

,000

1,9474

1,617

2,278

AVTL_NEW

21,421 21

,000

3,66818

3,3121

4,0243

AVSL

27,896 21

,000

4,2091

3,895

4,523

AVPT

21,450 21

,000

3,5000

3,161

3,839

CO3

13,208 21

,000

3,273

2,76

3,79
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Independent Samples Test
Levene's

t-test for Equality of Means

Test for
Equality of
Variances
F

Sig.

t

df

Sig.
(2-

Mean

Std. Error 95% Confidence

Difference Difference

tailed)

Interval of the
Difference
Lower

Equal
variances

,434

,519

assumed
CO3

-

Upper

17

,825

-,141

,629

-1,468

1,186

8,120

,842

-,141

,685

-1,716

1,433

17

,556

,2282

,3797

-,5730 1,0294

,618 10,494

,550

,2282

,3694

-,5897 1,0462

17

,548

,2205

,3596

-,5382

,9792

,638 10,804

,537

,2205

,3458

-,5423

,9834

17

,726

-,15256

,42853

8,381

,748

-,15256

,45942

,224

Equal
variances

-

not

,206

assumed
Equal
variances

,517

,482 ,601

assumed
AVPT

Equal
variances
not
assumed
Equal
variances

,078

,783 ,613

assumed
AVSL

Equal
variances
not
assumed
Equal
variances
assumed

,014

,906

,356

1,05668

,75156

AVTL_NEW Equal
variances
not

,332

1,20368

,89855

assumed

xxxi | P a g e

Independent Samples Test
Levene's Test

t-test for Equality of Means

for Equality of
Variances
F

Sig.

t

df

Sig.
(2-

Mean

Std. Error 95% Confidence

Difference Difference

tailed)

Interval of the
Difference
Lower

Equal
variances

,004

,950

assumed

,476

Upper
-

17

,640

-,14564

,30569

11,174

,625

-,14564

,29011

17

,554

-,2487

,4117

11,650

,530

-,2487

,3845

17

,902

-,0513

,4107

7,790

,913

-,0513

,4564

17

,643

-,1462

,3101

-,8005

,5082

13,026

,607

-,1462

,2774

-,7453

,4530

,79058

,49930

RDI
Equal

-

variances not

,502

assumed
Equal
variances
AVIR

,053

,820

assumed
Equal

,647

assumed
Equal

AVCR

1,270

,275

assumed
Equal

,125

,112

assumed
Equal

assumed

-

-

variances not

variances

,604

-

variances not

variances

-

,266

,613

,471

,78295

1,1174

1,0892

-,9177

1,1086

,49167

,6199

,5917

,8152

1,0061

AVER
Equal
variances not
assumed

,527
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