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Abstract

The sl{laf\‘ c.’.\'dmiiimz’ the effect of change on the performance of selected business organizations in
Nigeria with reference to 7-Up Ltd, and Nigeria botiling company Ple. The specific objectives
were Io:.dclcrmu‘w the extent to which leadership change affects employee satisfuction, evaluate
change in orgamizational structure as it affects employée commitment and examine the effects of
clmngc in technology on productivity. The study adopted survey research design, the population
consist of staff of 7-Up Ltd and Nigerian botling company Plc which were 2,631, using Taro
Yamane formula, a sample size of 335 was obtained. The data was collected with the help of
three r;search assistants. The hypotheses were tested using Ordinary Least Square (OLS)
regression method at 0.05 alpha level of significance. The result of the study reveal that there is
a positive effect of change on the performance of selected business organizations in Nigeria. This
impliefc tfzar effective change management in terms of leadership change, change in
organizational structure and change in technology positively impacts organizational
performance in terms of employee satisfaction, employee commitment and productivity. The
study recommended that sound communication techniques are key to effectively transmit the
change 1o all employees at work to give requisite information to avoid undue surprises that
sometimes informs resistance to change and also that the adverse effect of every change program

should be discussed so as to prepare workers who are directly affected by the change for easy
adaptation.

Keywords: Change, Employee satisfaction, Employee commitment, Organisation, Performance.

Introduction Huang, (2001) asserted that effective change
Change is seen as the process of practice systematically drive managers to

transitioning individuals, groups, and firms influence employees’ behavior in a way that

from a current operating level to a much

desired  future  state.  Environmental
uncertainties, fierce competition, mergers
and  acquisitions,  dynamism,  hostile

takeovers, technological developments and
government interventions/regulations  are
factors that mandate an organization 1o
introduce new ways of working,

lead firms to achieve its goals. Moullin,
(2002) opined that organizational change
emanates from two main sources, internal
and external. The external source is found in
improved technology, pressure from interest
group external to the firm e.g government,
competition and so on. Internal source is in
individuals  within  the firm  such as
management, employees, stakeholders ete.
Regardless of the source, anytime change is
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businesses,  organizations  are :
:“\:::\i:\: ‘! :k\ n:‘\\cr before; Modernization _‘lnfl
constant innovation of technology result in a
constantly evolving business environment.
Phenomena such as  social media have
revolutionized businesses and the effects of
this are an ever increasing need for change.
With the business environment going
through much change, organizations must
learn to become comfortable with
change as well. Therefore, the ability to
e and adapt to organizational change
is an essential ability required at work today.
Development of technology in modern
organizational change apparently informed
the external innovations as oppose internal
moves. When these developments emerge,
the organizations that can adapt quickly
create a niche for themselves while those
that refuse to change get beaten by fierce
competition which can result in drastic profit
and/or market share loss,

Burnes (2004) argued that there is no
universal formula for managing change and
Isluf:rf:'o)", recommends that change programs
should be planned against a set of
objeclives, strategies and a clear process and
that the use of frameworks or models help
managers 1o address jssues in a logical
order.. Manufacturing Ccompanies  are
assuming a new change in terms of the ways
thc;," carry out their activities and in terms of
the " overal| structure of (e functions of
diﬂ'crgnl industries, The Managemeny
therefore, must devise appropriate chungé
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Any time change is int'roduccd in 4
(here is the gcncral.bcllcv'c among
(hat the outcomes will be .f“VOUrﬂblet
(Kimaku, 2010). Behaviour deterp;
large part ()l: the expected resylt Of chy,
[imitations in chznngf: are relate with tge,
management perceptions of the HEeH o
change, the opportunity to change and thr
way to change, (Hoffman and WOody 20086
Change agents, usually Managers ).
change recipients, usually employee, e
to work harmony to drive change, thoy
this is not always easy to achieve 4 chan e
recipients are known to create Unnecess,
obstacles or barriers that bring aboy
resistance to chan'g.e. This assumption
portrays change recipients as a wea lin,
hence easily blamed for failures, (Gakere,
2012).
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Statement of the Problem

Inadequate management commitment o
driving change programs and conflicts that
often set in between the employees included
in and those excluded from change
programs, had overtime affected the
efficiency of change program. The rate of
growth and development in the food and
beverages sector continuously necessitates
dynamic changes in organizational activities
and managers have constantly been on each
others’ toes trying to outwit themselves by
devising  new ways  of  improving
organizational performance and at the same
time reducing the cost of change execution.

Olajide {2014), pointed out that the poor
survival rate of firms indicate a fundamental
lack of valig framework of how to manage
organizational change and that if change 18

Ol properly managed, there is the
eXpectation  that adversely affects

performance Which may result in total
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organizations m
provide more empirical evidence on the
effects of organizational change on selected
firms' performance

Research Questions
The ¥udy trics 10 rame the following
questions:

i, To what extont can chusge n
leadership affoct el e
satisfaction?

il What is the catemt o which

change in organizationsl strectore
affects employoe cownemteseny”

Objectives of the Study

The general objective of this study s w
examine the effect of change management
on  the performance of  business
organizations in Nigeria. The specific
objectives of the study are to:

i, determine the extent to “which
change in leadership  affects
employee satisfaction;

. evaluate change in organizational
structure as it affects employee
commitment;

Research Hypotheses

The following hypotheses were formulated
for the study:

Hq: Change in leadership has no significant
eflect on employee satisfaction.

Coanceptual Clarifications

Korir and Kimeli (2012), defined change as
the effective management of business
change such that exccutive leaders,
managers and frontline employees work in
harmony to successfully implement the
necessary process, technology or
organizational changes. While Moran and
Brighton (2011), defined change as the

process  of  constantly  renewing  an
orgamzation’s  direction,  structure  and

capabilities to serve the ever changing needs
of external and internal customers. Burnes
(2004), like many other scholars defined
change as an ever prosent feature of
organizational life, both at the operational
and strategic levels. Duoe to its importance,
change 18 becoming essential and needs
appropriate managerial sKills and strategies.
For firm to survive, succeed and remain
competitive in today’s highly competitive
and  continuously  evolving  business
environment, it must be able to successfully
manage the change which is as a matter of
fact a necessity,

Claver (2011) ,argued that change is an
approach to transitioning individuals, teams
and firms from current state to a desired
future state. He stated further that change is
inevitable and mastering  change s,
therefore, fundamental to the success of any
business. In fact, the challenge of change
initiator is to encourage their organizations
to anticipate change, understand the nature
of the change and to manage the change.

Lewin and Seibold (2008), saw change
management as a process involving
unfreezing, moving, and refreezing values,
practices, and procedures within
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organizations,  Unfreezing  refers (0 the
\~=\".nn\n of a pereeived discrepancy lit‘lf\'(‘("‘
the existing  and  ideal  state ol {l"
nut.mi.';ni\\n~ that generates 0 desire  for
\‘l\l\m‘_c and lowers people's n‘,\'islnnn: o
\‘h.m;‘,c, Moving  refers  to the  various
processes such as training, cducation, nml.
;~-\~~xaxr\~t\v| ing that lead to the development of
new  behay iors, attitudes, and  beliels.
Refreezing refers o reestablishing a new
state of equilibrium within the organization
by stabilizing the new patterns through a
variety of support mechanisms.

Even though there has not been an
agreement  as  to the framework for
organizational change, there seem to be an
alignment on two salient issues. One, there
is the understanding that change, being
triggered by internal or external factors,
comes in all shapes, forms and sizes
(Balogun and Hailey 2004; Burnes 2004,
Camall, 2003; Luecke 2003) and second, It
was found that the introduction of change
was greater in the past, than in the current
business environment (Balogun & Hailey
2004, Burnes 2004: Carnall 2003; Luecke
2003; Senior 2002; Moran & Brighton
2011).

Variants of organizational change includes
but not limited to the following;

Change in  leadership, Change in
organizational  structure, Change in
technology, Cultural change, but for the
purpose of this work, leadership change and
change in organizational structure are
discussed below:

Leadership Change

Leadership is one of the key driving forces
for improving firm performance. Leaders, as
key  decision-makers,  determine the
acquisition, development, and deployment
of organizational resources, the conversion
of these resources into valuable products and
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services, and  delivery  f
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organizational stakeholders, lug
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Change in Organizational Str"clur.
McLagan (2002), Claimcd e
organizational — structure Chable thy
organization to have common y; an
mission, Well functioning Ofgani-,a-a“d
structure is important for ap Of'a‘i-m-na
going through change, because jf the:a“o"
flaws in the structure g . o dre
communication flow. With Unclegs irifieq
conflicts and misunderstandings OCCUrot;:S’
lowers motivation and work morale, | t
also drift different departments apart n
common organizational goal, where decis?m
making processes become 8l aﬁn

employee effectiveness disappears.

Duggan (2004), posited that Organizatjg,
structure  can  inhibit o - Promote
performance, and this may depend op how
effectively the supervisory relationships and
workflow influence productivity. He further
elaborates  that organizational structure
affects how performance is measured in an
organization.

Levels of Change

Robbins (2007), opined that change can be
at individual, group or organizational levels.

Individual Level of Change

At the individual level, change is considered
in such areas as change in work assignment,
physical movement to a new facility, or the
change in skills of a worker which manifests
over time. It is believed that changes at this
level will rarely have a major implication on
the entire organization. This may not be ”ﬁ:
because a significant change at ! )
individual level will have its repe{cuSSlO'c‘e
on the group which, in turn, might influet
the entire organization.




Group Level of Change

Most orl_m\izulimml chanpes  have  their
major effects on the proup level which may
cither be departments or work groups; this is
due to the fact that  most activities in
organizations are structured. Change at thig
level can attect work flow, job desipn, social
interactions, and communication  pattern,
Managers must consider group factors when
implementing change where informal groups
can pose resistance because of the inherent
influence they possess, also formal groups
can resist change, as exemplified by the
resistance  demonstrated by unions to the
changes proposed by management. Due to
the powerful influence that groups can have
on individuals, effective implementation of
change at the group level can frequently
overcome resistance at the individual level.

Organizational Level of Change

Change at this level involves strategic
activities that affect both individuals and the
groups. Decisions regarding changes here
are generally made by senior management
are rarely implemented by a single manager.
They frequently occur over long periods of
time and require considerable planning for
execution. Example of these changes would
be reorganization of the organizational
structure and responsibilities, improving
employee remuneration system, Or major
shifi in an organization’s direction. Change
at this level is usually referred to as
organizational development.

Types of Change

There are different types of change that an
organization might undertake or be forced to
undertake because of internal and external
factors.

Smilh‘ (2013), posited that internal factors of

change  include reorganization ‘zmd
restructuring 1o meet the challenges of the

future and also to act proactively 10 iniiate
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change as a means of staying ahcad of the
competition. While he saw external factors
as including change that is forced upon the
organization because of falling revenues,
changing market conditions and the need to
adapt  to the ever

tneed changing business
andscape,

I

Radical Change

Nadler and Tushman (2000), posited that
radical change is a change that have an
impact on the whole system of the
organization and fundamentally redefine
what the organization is or change its basic
framework, including strategy, structure,
people, processes and in some cases, core
values. Radical change or approach is used
to address more fundamental problems
especially in some situations, such as after a
period of flux or unexpected rapid change in

the environment (Johnson and Scholes,
2007).

Incremental Change

Incremental change is referred to as changes
that happen all the time in organizations, and
they need not to be small. Such things as

changes in organization structure, the
introduction of new technology and
significant modifications of personnel

practices are all large and significant
changes, but usually occur within the
existing definition and frame of reference of
the organization. Johnson (2008) claimed
that the incremental approach to change is
more common and this type of change is
commonly used to maximize short term
performance.  The logic bgl\ind the
incremental view is that the environment is
constantly changing and incremental change
being a continuous process is the only way
o secure the future of the company and
improve organizational performance.



Reactive Change

Reactive change 18 characterized as  that
change implemented in response o some
external  event and or serious internal
operational  and managerial pl'&ﬂﬂl‘l?\.‘%.
Bennis and Thomas (2002), sees reactive
change as a change in the organizational
polic\ics which is implemented in reaction ‘.“
the occurrence of an event. This change 18
initiated due to pressures of external forces.
Changes are made in response to a situation
and  primarily unplanned in  nature.
Management makes changes to deal with the
problem in a quick and routine manner since
they do not have time to analyze the
situation and prepare a well-conceived plan.
1e environmental events, various threats

-

—_

i
i

———

and  opportunities are reacted to
immediately.

Pro-active Change

Proactive change on the other hand, is that
change where the company is not currently
experiencing any serious problems but
managers anticipate the need for change to
put the company in a better position, or
current potential problems. Though this
anticipatory approach to change is generally
preferable, in practice most companies tend
to take a reactive approach, usually as a
consequence of the commonly held view
that there is no need for change if current
performance is satisfactory.

Organizational Performance
Blout (2013), asserted that managers are
concerned with organizational performance
which is the accumulated end result of all
the organization’s work processes  and
activities. Upadhaya and Mounir (2014),
asserted that organizational pcrforma'ncc
comprises the aclua}l output or result of an
organization as agalpst its intended goals. It
is a complex but important concept, and
agers need 10 understand the {a‘tctors that
m?ﬂrizl’) Lte 1o high performance. I'hey want
co
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their organizations, work units, ¢,
proups  lo achieve g high leve
orpanizational performance, ng milttc:I of
mission, strategics, or  poals ate b""h:u
pursued.  Managers at  al| ("g“fliy»,rcmg
cchelons and in all work areag m“na;‘,“m:”
available assets - people, inﬁ,rrj,{,thw
equipment ete by making decision th.,:“"”f
hope will lead to high levels ()rpcrf(:r;n,!}i':'
Because  achieving  high fovals ance
organizational performance s imp('“,am :;f
both the short run and long run, Pefformar:n
dimensions, among others, are a5 follow: -
i.  Employee satisfaction ’

ii. Employee commitment

V/(,rl,

iii.  Productivity
iv.  Customer service

v.  Service quality

Meanwhile, two of these organizations
performance variables will be discussed viz
Employee  satisfaction and  Employee
commitment.

Employee Satisfaction

Employee satisfaction sometimes referred to
as job satisfaction is important for both the
employees and the organization as a whole.
Human capital is the strategic resource of 2
organization, (Jones, 2009). If employess
are are satisfied and contented, ther
commitment levels will be high and henc
their contributions to the organization “‘11}
also be high, and consequently, they (ef“: ‘;
continue with the job and be more 10)1‘“‘ir
the organization. Lower employee ‘“"TO.HJ
will further reduce recruitment and ";“"'3;
costs for the organization, (Nagihh =
There are a number of factors
influence an employee’s .lcvel‘ (i)ncludc
satisfaction. Some of these factors enelith
the level of pay and other tmmwlflo stem
the perceived fairness in RFO'“OE working
of the firm, the quality ou Lordinit®
conditions, manager a‘nc.i |fc variety o
relationships, the job itself (ie!

that can
job
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01 1), stood that the happier people are
with their jobs, the more satistied they (end
(o become.

pmployee Commitment

Akintayo (2010),  defined cmployee
commitment as the depree to which the
employees — feel devoted 10 their

organizations.  Meanwhile, — organizations
value employee commitment because it is
ypically assume  to reduce  withdrawal
behavior, such as lateness, absentecism and
wrnover. Henee, there is no doubt that these
values appear to have a potentially serious
consequences  for overall organizational
performance. Lo (2009), noted that
employee commitment is important because
workers with a high sense of commitment
are less likely to engage in withdrawal
behavior and more willing to accept change.

Theoretical Framework

The theories relevant to this study are
discussed below. The Kurt Lewin’s Theory
explains the change process and how change
managers can actually manage each of the
stages, while the ADKAR is a result
oriented tool that enables change teams to
focus on the activities that will make them
reach their goals.

Kurt Lewin’s Change Theory

Kurt Lewin’s Three Stages model or the
Planned Approach to Organizational change
is one of the cornerstone models which are
relevant in the present scenario even. Lewin,
a social scientist and a physicist, during
carly 1950s propounded a simple framework
for  understanding  the
Organizational change known as the Three-
Stage Theory which he referred as Unfrecze,
Change (Transition) and Freeze (Refreeze).

process  of
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According 1o Lewin,

/ Change for any
individual  or

, an  organization is a
(:fnnpllculcd Journey which may not be very
stimple and mostly involves several stages of
(ransitions  or misunderstandings  before
altaining  the  stage  of  equilibrium  or
stability.  For explaining the process of
organizational change, he used the analogy
of how an ice block changes its shape to
transform into a cone of ice through the
process of unfreezing,

Stage 1 - Unfreezing: This is the first stage
of transition and one of the most critical

stages in the entire process of change
management. It involves improving the

readiness as well as the willingness of
people to change by fostering a realization
for moving from the existing comfort zone
to a transformed situation. It involves
making people aware of the need for change
and improving their ~motivation for
accepting the new ways of working for
better results. During this stage, effective
communication plays a vital role in getting
the desired support and involvement of the
people in the change process.

Stage 2 - Change: This stage can also be
regarded as the stage of Transition or the
stage of actual implementation of change. It
involves the acceptance of the new ways of
doing things. This is the stage in which the
people are unfrozen, and the actual change is
implemented. During this stage, careful
planning, effective communication and
encouraging the involvement of individuals
for endorsing the change is necessary. It is
believed that this stage of transition is not
that easy due to the uncertainties or people
are fearful of the consequences of adopting a
change process.

Stage 3 - Freeze (Refreezing): During this
stage, the people move from the stage of
transition (change) to a much more stable
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The three stages of Change can be aptly
explained through the aid of an c.\'ample of
Femstar Nigeria Ltd (Makers of Limca,
Gold Spot and Parle Soda) which went
bankrupt due to the issues of high debts and
dipping market share.

ADKAR Theory

ADKAR model or theory of change is a
goal-oriented tool or model which makes it
possible for the various change teams to
focus on those steps or activities that are
directly related to the goals it wants to reach.
The goals, as well as the results derived and
defined using this model, are cumulative and
in 2 sequence. This means that while using
this model, an individual must get each of
the outcomes or results in a certain orderly
{ashion so that the change can be sustained

and implemented. The model can be used by
managers of change to find out
noles or g

that effecti
employees,
things for w

. the various
aps 1n the process of change so

Ve lraining can be offered to the
l'hc following are some of the
hich this model can be used:

To provide help and support o
employees 1o £ 0 through (he
process of change or trang

| itioning
while the change is taking

place,
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. To diagnose and treay i
1. .
resistance shown by cmpl()yc:
towards change. g

m To come up with a successfy| g
efficient plan for the pmchSion,l
as well as personal imprOVCmcn?,.
of employees during the Changc J

ADKAR is an acronym that basica]ly stang,
for;

i, Awareness — of the peeq and
requirement  for  change b
informipg participants that it i
happening.

ii. Desire — to bring about change

and be a participant in it. This is
regarded as the most diff
stage.

iii. Knowledge — the skills apng
behavior needed to support
change once it occurs. [t i
effective when individuals
already have awareness ang
desire the change.

iv. Ability — this is where change
actually occur and as such
required skills and behavior
should be implemented. _

v. Reinforcement — to keep i
implemented and reinforced later
on as well by applying necessary
incentives and rewards that will
help the change stick.

cult

Empirical Review

Doreen {2015}, conducted a research on ‘:::
effect of change management on ?ve
employees’ performance in co-0p erat\:ey
bank of Kenya Limited, adopted 2 S-ur[ive
research design by focusing on quall;ﬂemi
method of data analysis which allows then
analysis of data collected. The stud ities
concluded that the turn-around of acm:wf‘?
brought about by technological chang®




ceessful, andalsothat there — were
chnological cl\u'llcnuc.\‘ that relates 1o
cetricity disruptlm.\s and - system failure
hich can cause interruption in- service
slivery of the bank.

Majide (2014) in his work titled *effect of
ha.ngc management —on - orpanizational
crformance of Nigerian Telecoms industry:
mpirical insight from Airtel Nigeria’, The
wdy was carried out in Lagos, Nigeria
ising deseriptive survey. The study target
»opulation was one thousand employees of
Airtel Nigeria where a sample size of three
wndred workers comprising middle level
managers, supervisors, operating staff and
customers.  Questionnaire was adopted to
collect data which were validated through a
pilot study. The study concluded that change
has now become a regular feature of
business life as part of the desires for
increased organizational performance and

the ever important needs to

satisfy
stakeholders.

Stebhen, (2015) in his work, on the effect of
change on the performance of Government
institutions in Rwanda, adopted survey
research design and the target population
was employees of Rwanda Revenue
Authority. Data was collected using
questionnaires and interviews and analyzed
using SPSS and Microsoft Excel. Based on
the data collected, the study concluded that
all changes made in the institution in the
past four years have been well planned and
implemented. Most of the employecs.havc
generally embraced the changes made in !hc
organization and at the same time resulting
into overall organizational performance.

Wanza (2011), in a research titled ‘lnﬂtlcncc
of change on employce performance that
was carried out in Kenya using a survcx
rescarch  design  where  the 'rcscu‘rcil’ut:'l
adopted questionnaire and interview as data
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collection instruments. Data analysis was
done using  descriptive  statistics  that
involved the use of frequency and
percentages. The study found that changc
management  factors such as leadership,
structure— and  technology  influenced
performance at all echelons in the firm. It
also revealed that structural changes are
most cffective when directive comes from a
clear line of authority.

Wilfred (2016), in his work titled ‘Change
management practices and performance of
selected local government in Eastern
Uganda’. The study adopted a research
design which involved the use of both

qualitative and quantitative data to help
answer research questions.

In another research conducted in London by
Summers (2005), on the impact of employee
participation in organizational development
using secondary source of data collection.
The study found that connection between
employee participation during
organizational change and its management
depends on the degree of influence granted
to employees under participation measures.

Identification of Gap from the Literature
Review

Most of the literature review focus on
organization change in foreign countries
such as Kenya, Eastern Uganda and
Rwanda. This implies that the studies were
carried out in foreign countries with
attendant systematic, regulatory, cultural,
attitudinal and social differences with
Nigeria. Meanwhile, the few ones carried
out in Nigeria has its focus on
telecommunication industry, whereas, this
study is focused on the effects of change on
the performance of selected business
organizations in Nigeria with reference to
food and beverages
manufacturing industry.

sector  of  the
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W swqipn  USEeL = fon

'h¢ desip o d\‘.\‘i}!"- I'he I“)lmlnll
R | employee

exploraton P 0 63
s this St ‘ ‘ e
( Nigeria Bouling Company | \ -
N Up Bottling Compiti,

an all in Nigerti
of Manapers, snpcr\'ism‘s lll\ll
ympany. A snm_plc
vere selected using
Taro Yamane formula. The employees \VL:IIC
contacted to collect data through })L‘l'b:(flld ‘—
administrated questionnaires in th.cu* offices.
However. 313 usable questionnaires out of
questionnaires

. 18 A
iy SOIRS Ikejo

of t
Plant, Lagos, and 7
Ltd. Oluyole Plant 1bad
Comprising .
operating gtafl” of the o

size of RRA l'&‘s]‘x‘lhh‘lﬂh‘ \

45t Regression (OLS) analysis .,

Le : _
atistical package for socia] Scie

aid of statt i
(SPSS) softwarce. B

A 5-point [ikert scale was adopteg .
answers ranging from 5 points Slron,:h
agreed to 1 point strongly disagreeq 4,

. elig
gponsc from the target respondents. It

I'c
The following hypotheses were formy
for the study:

I,;. Change in leadership has no Signific
effect on employee satisfaction, L
H,;. Change in organizational structure has
no significant effect on employe;

|atcd

the 335 copies of : )
administered were duly filled and returned. commitmen
Which brings the response rate to 93.4%.
Data collected were analysed using Ordinary
Data Presentation and Analysis
Test of Research Hypotheses
Table 1: Model Summary
Model I' R R square | Adjusted R square | Std. error of the
. estimate
|
!
a
| 760 578 551 1.37771

Predictors: (Constant), Change in Leadership

Source: SPSS Print out, 2018

The result shown in table 1 revealed that: R-
square is (0.578). The R? value (0.578) is a
measure of the strength of relationship
vetween employee satisfaction and change
1r l‘caQershi‘p thus, indicates a 57.8% of the
variation in employee satisfaction are

Table 2: ANQyA®

| Model Sum of D\f

| ] - ' Squares

| r::grgssxon 202428 1

‘I !jfil?ual 1758.23¢6 3 l

o \awﬂ_\_}f)Z().()()S $
a. l)cpcndcntV' ial 12

‘ I‘rcdictors: (C
Source: SPSS pri

expla.ined by change in leadership while the
remaining 42.2% was due to other variables
that were not accounted for in the model.
The value of R indicates a strong
relationship between change in leadership

and. employee satisfaction values of the
variables.

/
Mean square F Sig.
%]
262.428 46.419 .000
5.653




i

e ANOVA result in table 2, pevalue

"“‘m‘m\ < 0,08 (sip). Sinee pavalue < 0,05,

4 aull - hypothesis which state  that
the ‘

jorship change has no sipnificant effect
jehdch:

e d: Coefficients”

on employee satisfaction is rejected, thus the
alternative that change in leadership has
significant effect on employee satisfaction is
hereby, nccepted,

Tab | Unstandardized coefficients | Standardized I
Coefficients \
3 Std, 1
Model Error Beta T sig |
| (Constant) 11.031 520 21.206 | .000
Change in Leadership | .593 087 560 6.813 | .000
i J
“w. Dependent Variable: Employee Satisfaction

Source: SPSS Print out, 2018

Table 3 revealed that employee satisfaction
= 11.031 when all other variables are held
constant.  Employee  satisfaction would
increase by 0.593 when there is an increase
in change in leadership by one unit, while
other variables remain constant. However,
the result indicate that change in leadership
has pesitive and significant effect (B=0.760,
t-value 6.813, p < 0.05). This implies that
when the organization adopts
workable/friendly leadership styles, there
will be 76.0% improvement on the way

Test of Research Hypothesis II
Table 4: Model Summary

things are done. In other words, employees
enjoy working with friendly leader/manager
hence increasing satisfaction that brings
about higher productivity.

Result of the hypothesis tested implies that
there is a significant effect of change in
leadership on employee satisfaction. This
result supported the findings of Efi (2010),
who affirmed that there is a positive
relationship between effective leadership
and service quality which ultimately impact
organizational performance.

Ii Model | R R square Adjusted R square Std. error of the

\‘ estimate

|

] —
[ 845° 714 698 1.07752 |

a.
Source: SPSS Print out, 2018

From regression analysis result shown in
lable 4 above, R-square was found to be
(0.714). The 1% value (0.714) measures the
strength of relationship between employee
commitment and structural change which
means a 71.4% of the variation in employee
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Predictors: (Constant), Change in Organizational Structure

commitment as explained by change in
organizational structure while the remaining
28.6% was due to other variables that were
not accounted for in the model. The value of
R indicates a strong relationship between

change in organizational  structure  and



variables.

lues of the
y \ vil >
. mnumlll\““ =
cmplo_\'tL — ,/,1/’:}—0——7,[; lg\
AN _— Mean S¢u
bl K \N()\'\’ W' |)l
Tablt =~ Sum ¢ | 177096 000
Mm‘h‘l S(l\““\‘s ‘ /I 8876 42
sion 48.870 T [.161
YOSy )
R¢ 3.._1;\m 161.080 g
| YA \ . / x‘
| Re 109,962 2 S TegRecT o
! Total Commitn
{

Dependent Variable: l".m‘plo_y:f‘c
b l‘n‘ldic(m's: \\‘nnsmm). Change
S(Vllll“;‘£‘: QPSS Print out, 2018
From the ANOVA rcsull‘ in Ea}l)lc s alio:cé
,,i:umc = 0.000 <0.05 @g). b_mcc p-va utl .
:‘ 0s. the null hypothesis which S.lates \V:
noe in organizational structure has no

change

Table 6: Coefficients”

in (,)rguni'/.uli()mll Structure

significant effect on cmployfae commitment
is rejected, thus the alternative that changs
in organizational structure has significgy
effect on employee satisfaction is hereby
accepted.

Mg Unstandardized coefficient | Standardized | T Sig.
Coefficients
B Std. error Beta
= 17.576 | .000
1. (Constant) 4.034 230
Employment Commitment 218 .034 .845 6.488 | .000

o

Source: SPSS Print out, 2018

Table 6, holds that employee commitment =
£.034 when all other variables are held
constant. Employee commitment would
increase by 0.218 when there is an increase
in change in organizational structure by one
unit, while other variables remain constant.
However, the result indicates that change in
organizational structure has positive and
sxgn(xf:c(am effect (B=0.845, t-value 6.488, p
< U.03). This impli
grgani'/_:tion] h:doé?;pl;?:blghat le']en‘ i
slructure over time, there w(?lrlgalmza{itlon?l
iImprovement on lhc’wa s of l k')e i
employees are culmnil{cd IWOr g hengs,
: - In other words
employees enjoy working under ﬂcxiblé
structure hence increasing commitment,
]:}“““ ‘A. this “YP(glhcsis tested indicates that
mug.(, in ‘J'Edl\l'l.ullunal structure has a
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a. Dependent Variables: Change in Organizational Structure

significant effect on employee commitment
This is consistent with the findings of
Wanza (2011), who observed that chang
management variables such as change I
leadership, change in organization structure
and change in technology positively impt
organizational performance and also th?:
change in organizational structure 13 mpabr
affected where directive comes from @ ¢
line of authority.

Conclusion J from
Organizations studied have benefi® loying
change management through emP k'ubl;
friendly  leadership  styles, Wt
structure  and modern technologY
every organizational change, Whe
or small, requires one or MO has "
agents. A change agent is one Wh°




okills and authority to guide and facilitate
the change efforts.

The findings of the study revealed positive
offect of change on the performance of
selected business organizations in Niperia,
This implies that effective change in terms
of leadership change and change in
organizational structure positively improves
organizational  performance in  terms  of
employee  satisfaction  and  employee
commitment.  Thus, from the rescarch
objectives stated, the study concludes that
change has a significant effect on
influencing the performance of business
organizations in Nigeria. That is, from the
result of the analysis above, leadership
change was found to positively affect
employee satisfaction while change in
organizational structure has positive effect
on employee commitment.

Furthermore, it was shown from the
regression analyses results that change in
leadership was found to be the second
influential variable (.760%) in ensuring
effective ~ organizational performance
measured by employee satisfaction while
change in organizational structure has
greater influence (.845%).

Recommendations

In the light of the above findings and
conclusion drawn, the study recommends
that:

i’ The communication of change is
critical and must be provided to
employees at work 10 give nccessary
information to avert unduc surpriscs
that sometimes informs resistance 1o
change, sound  communication
technique is recommended.

ii. The adverse effect of every change
should be discussed 10
kers who arc directly
for casy

program
prepare  Wor
affected by the change
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adaptation.  Also, involving the
employees and getting them engaged
in the discussion  about needed
change is key.

i, Change implementation in
organizations should be systemic and
be introduced  from  the  top
management down the line in a clear
and consistent manner, and efforts
should be made to do away with
some forms of ambiguity through
communication clarity and
consistency.
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