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[bookmark: _Toc482609942]ABSTRACT

As a systematic approach that deals with people and resources by utilizing certain factors, change management is not a new concept in organizations. Change management is viewed as a process that involves coordination, control, and adaptation within an organization, a process that emphasizes the role of change leadership, organizational culture, and certain practices in the organization. However, change management is not without its challenges, such as the problem of acceptance that can influence the change plan and process. The awareness of change management challenges suggests a need for better understanding of the specific roles and nature of relationships that exist between factors that influence change management in order for the process to be more successful. Thus, this research aims to identify and critically evaluate factors that influence organizational change management in governmental enterprises in the United Arab Emirates (UAE).
The empirical inquiry revealed that change leadership, organizational culture, and human resource (HR) practices have relationships that impact on change management. The literature review also led to the development of the research model, which comprises five hypotheses that informed the survey questions. A sample population of eight public interest sector or economic and commercial sector organizations was examined in order to determine the nature of the relationships that exist between organizational culture, change leadership, and HR practices in the UAE. Surveys designed by using the 5-point Likert scale were completed by 210 officials from these organizations. The data were analyzed by using confirmatory factor analysis and structural equation modeling and are discussed within the context of the literature review to ascertain the acceptance or rejection of the hypotheses.
The findings revealed that change leadership and adhocracy organizational culture positively influence change management in the UAE. Although clan and adhocracy organizational culture exists in the organizations examined, the outcome of using the Cronbach alpha coefficient shows that the relationship between hierarchical organizational culture and change management is only positive in a partial manner. 
The key results indicate that there is a positive relationship between change leadership and change management, and that a positive relationship between change leadership and change management exists when HR practices mediates. The implication of this, is that it is important that organizations utilize HR practices in the best possible way to ensure that the relationship between change leadership and change management in an effective and result-driven manner.
It was also discovered that the hypothesis that states that a positive relationship between hierarchical culture and change management exists is partially supported, whereas relationships with clan culture is rejected. The implication of this result is that the change leadership ought to be mindful of the organizational culture to cultivate the forms or types of organizational culture to encourage for the purpose of change management. Organizations in the UAE are better positioned to effectively transition through any change process with adhocracy culture.
The results further reveal that there is a positive relationship between organizational culture dimensions i.e. clan, adhocracy and hierarchical, and change management in the UAE. Positive relationship between organizational culture dimensions and change leadership was also identified, but HR practices mediating the relationship between clan organizational culture and change management was rejected. Despite the varied influence of HR practices on clan, adhocracy and hierarchical culture, positive relationships between culture dimensions and change leadership  and change management.  
Therefore, the key results established through these research findings strongly indicate that change leadership, adhocracy culture, and HR practices are crucial to change management in UAE organizations. It is however important to understand the relationships between these constructs, in order to utilize them well for successful change management. The implication of doing otherwise will either hinder change management process or frustrate the intended change. Although clan and hierarchical organizational cultures may have similar influence on change management in other countries, this research indicates that adhocracy organizational culture strongly influences change management in the UAE.
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[bookmark: _Toc482609949]1.1 INTRODUCTION
Organizations across the world, regardless of size, mission, and location, are prone to the influence of several factors that motivate change. Change, although seen by authors such as Metre (2009) and Moon (2009) as essential for growth and innovation, requires an approach that helps to transition people, systems, and processes within an organization in order to generate a positive impact (Mento, Jones, and Dirndorfer , 2002). However, managing change within an organization of any size can be demanding and frustrating and can generate negative outcomes.
Therefore, this research focuses on examining change management and the factors that influence organizational change management, especially within governmental enterprises. To undertake this research, a general outlook and critical examination approach is taken to identify relationships between the organizational culture, leadership, human resource (HR) practices, and organizational change management. The concepts identified from these factors and relationships are applied to the United Arab Emirates (UAE) context in order to further determine the change management process required in the UAE to facilitate the evolving processes in governmental enterprises in the country.
Thus, this introductory chapter aims to provide the background to this research, explain the problem statement, and describe the significance of this research. The research aims, questions, and hypotheses are also highlighted in this chapter; these act as a guide for the research process and for ensuring that the aim of the research is achieved.
[bookmark: _Toc482609950]1.2 BACKGROUND
Change management is not a new concept. Researchers in the field of change management, such as Beer and Nohria (2000), Lucey (2008), Kotter and Schlesinger (2008), and Craine (2007), to mention a few, have all examined factors that motivate change in organizations and the ones responsible for failures and successes of change management processes. Although views differ on what should be the focus of change management in organizations, the ever-increasing pace of change is generally acknowledged by all. Managing change requires a systematic approach for dealing with people within the organization and the organization itself. This statement portrays change management as a process that involves controlling or coordinating change processes, adapting to change, and effecting change (Carter, 2008). For example, British Airways restructured its entire organization in 1981 after bringing in a new chairperson who identified that the organization was inefficient and wasting valuable resources (Troyani, 2016). To minimize waste and increase efficiency, the entire organization was restructured by reducing its workforce; the reasons for the layoffs were communicated honestly and frequently to manage the change process (Troyani, 2016).
Although the process and approach taken were key to the successful transition and change that the organization had to undergo, mismanaging change is known to have consequences that may have severe cost implications or risks to the project, people, and organization (Lucey, 2008). Andrews, Cameron, and Harris (2008) argued that this is because change is often redefined by individuals or contextualized by contingencies, conflicting interests, and ideologies of groups within an organization. This notion was further elaborated by Hotho (2008), who explained that “change is presented as an objective fact that happens to the organization, either as a consequence of external drivers, or as an outcome of management choice” (p.725).
As such, change is channeled toward success when it is rooted in culture, communication, and leadership, factors which all ensure that competitive advantage and adaptation within an organization is prompt and possible (Metre, 2009). However, change management has had unfavorable outcomes or has been reported as unsuccessful in the past. Examples of some unfavorable and negative outcomes come from the Ernst and Young organization, for which Lucey (2008) reported that 75% of all change activities and transitions failed, while 50–70% of reengineering projects also failed to generate the intended outcomes. Lucey (2008) further explained that “approximately 84% of organizations in the United States of America (USA) went through at least one major business transformation” (p. 11), which shows that change is a common factor and process required for organizations. However, the existence of problems, especially with implementing and managing change in organizations, as identified in some literature further indicates that change management needs improvement and better understanding. Several models and approaches exist, such as the strategic eight-step model for transforming organizations by Kotter (1995) and the tactical 10-step model for implementing change by Jick (1993), to mention a few, but the problems with managing change continue to linger in many organizations, including organizations in the UAE.
For instance, Mento et al. (2002) identified different change models from the literature that can be used and have been used as guides for implementing change in organizations. However, these models involve steps, processes, and practices that may or may not be properly understood (Metre, 2009). Take the example of the eight-step change model by Kotter (1995): this model possesses a central aim of helping organizations and change agents to understand and manage change by using the vision for change process as motivation for strategic level-led change. The eight-step model, which starts with establishing the sense of urgency for change and ends with institutionalizing new approaches, has another six steps that may or may not be favorably accepted by people within an organization (Metre, 2009). Urgency, as inferred by Metre (2009), may inspire individuals such as the leader and change agents, but it may not create a sense of realism with respect to change and the efforts in place to achieve the goals for effecting change in employees and groups within the organization (Craine, 2007). Examples such as this further indicate that problems exist in change implementation that often hinder change management. Thus, this research background has explained change as both a common and necessary process in many organizations but one that can also be problematic to the extent that the change process is frustrated. Therefore, the next section discusses the specific problems that motivated the researcher for the rationale of the present research.
[bookmark: _Toc482609951]1.3 PROBLEM STATEMENT AND RATIONALE
The research background has indicated that problems do exist in managing change in organizations by citing examples of some organizations in the USA, a country with advanced technology and resources. Although limited resources and bad leadership may cause change process to go sour (Beaman and Guy, 2005), there are other problems that have been identified by the research, especially in the UAE environment.
First, the problem of acceptance and willingness to embrace the urgency of change is often a common factor that hinders change management processes (Beer and Nohria, 2000). Although this problem has been identified in different organizations or case studies (Troyani, 2016), it has also been observed in the UAE by the researcher as a main hindrance to change management. The commitment to excellence in the UAE is commendable, but it is no hidden knowledge that most of the projects that have propelled the country into the spotlight in the world have been led by change agents who are foreigners. Although this does not directly portray Emiratis as unwilling to accept change, it does infer the inability to comprehend the sense of urgency for change and to craft and implement the change plan and process.
Another noticeable problem in the UAE that has informed the need for this research is the difficulty or lack of evidence of powerful guiding coalition for change management within organizations (AlHawi, 2014), especially in public enterprise despite its maturity and stability (Bin Taher, Krotov, and Silva, 2015). Although vision for change exists and the leadership in the country are able to communicate the vision and benefits to organizations within the public sector in the UAE, there are limited, or no, powerful guiding combined actions to empower others to act on the vision (Al Romaithi, 2011; Litz, Juma, and Caroll, 2016). In cases where some level of combined actions exists, they are often ineffective to ensure that change is adequately managed and successful.
The inability to empower others to act on the vision and implement change can be linked to the challenges of removing obstacles, lack of anticipation, and undermining of the impact of change (Mento et al., 2002). Thus, the lack of powerful coalition, as seen in the UAE, has further caused difficulty in removing change obstacles and hindered the ability to form and implement activities and ideas that can facilitate change process and its management. Although this problem appears to be the expected disposition of people and organizations toward anything that differs from the status quo, it is important that there is a common direction for driving change, for which a change agent plays a significant role in supporting, leading, and executing change vision (Metre, 2009).
The third problem, which has also informed this research, is ineffective planning processes and inability to link short-term goals with long-term objectives for implementing change. As explained by Kotter (1995), breaking up a change initiative into manageable parts that can be measured and evaluated to determine success and completion is the key to a change management process. However, this process and the link between the overarching vision for change and consolidation for ensuring that short-term goals are well linked with the long-term intended outcomes of the implemented change are lacking in public sector enterprises in the UAE.
Although Kotter’s (1995) model has helped to explain the problems that exist in the UAE that have motivated this research, Metre (2009) explained that the first step in Jick’s (1993) model indicates that any change process requires that the organization analyzes and identifies the need for change. This line of argument suggests that change needs to be necessary and that organizations need to possess the capacity and necessary ingredients to cope with and implement change. In this sense, Jick’s (1993) 10-step model presents a more pragmatic approach to change management process, by emphasizing the need for organizations to establish the actual need for change. Thus, it is the intention of this research to investigate solutions to these problems by conducting a rigorous inquiry that provides explanations for the problems and solutions for resolving them in order for the UAE to achieve the desired goals of change.
The problem statement has outlined and explained three main problems that this research focuses on solving. Although it may be seen as rather lofty to want to solve all problems, the critical review, assessment, and evaluations that will be described in the subsequent chapters of this research will help to establish the relationship and connections between these three problems. The first problem, which is the problem of acceptance and willingness to embrace change, may be associated with leadership problems or challenges in organizations. Once allowed to linger, it may then influence the ability to form strong combined actions and activities between the change agents, which is the second problem identified. Subsequently, the impact of the second problem may be considered as a major obstacle to developing and implementing good consolidated plans for change, which is the third problem.
The ripples and related effects of the three main problems identified and discussed in the previous section have motivated the rationale for this research. Therefore, this research adopts methods that favor the inquiry process required for answering the questions that will enable the research aim to be achieved.
[bookmark: _Toc482609952]1.4 RESEARCH QUESTIONS
[bookmark: _Hlk480516719]Based on the problem statement, this research aims to identify and critically assess the factors that influence change management in order to examine the nature of relationship required for successful change management in governmental enterprises in the UAE.
[bookmark: _Toc482609953]1.4.1 Research Questions
The following are the main research questions that are studied in my present research work:
RQ1: What are the factors that influence organizational change management in governmental enterprises in the UAE?
RQ2: What are the relationships that exist between factors that influence change management in governmental enterprises in the UAE?
RQ3: How do organizational culture, leadership and HR practices play role in the change management in governmental enterprises in the UAE?
This dissertation has been built around the above three research questions. This research work is a small but scientific attempt to answer the above three research questions and identify gaps, if any, in the UAE context for the benefit of both knowledge and the practicing managers, leaders, consultants, and policy-makers involved in the organizational change management programs.
[bookmark: _Toc482609954]1.5 Research Approach
Specific steps were undertaken as part of the research inquiry process. As indicated in this section, the steps undertaken in completing the tasks required to achieve the research aim are all related and connected to a certain part of the aim. In total, four steps (as outlined below) were undertaken in ensuring that the overall research aim was achieved. These steps provided the researcher with the necessary information to arrive at the results as discussed in Chapter 5.
Step I – Literature review: This step focused on an initial and extended literature review that provided background information into the research area and understanding of the factors that previous researchers had identified as influential on change management. The initial literature review highlighted the different views on the factors that influence change management. These varied views motivated the researcher to conduct a more comprehensive literature review beyond the initial study. This improved understanding of the concepts of change management, which further helped to determine the most relevant factors that influence the change management process and successful outcomes. This step also included a review of information on the UAE as one of the Gulf countries, in order to better evaluate the impact of factors such as organizational culture on governmental enterprises. The activities carried out during the step were important background for the next step.
Step II – Research methodology: Step II examined the different methods for conducting research similar to this by using gaps and explanations derived from the literature review. Review of relevant literature on research methodology indicated that either a qualitative or quantitative research method may be adopted for the study area (Saunders, Lewis, and Thornhill, 2012). However, specific factors had already been identified from the extended literature review that influenced this step. The factors identified required testing or verification to determine whether a positive or negative relationship, or no relationship, existed between the factors that influence organizational change.
To this end, it was determined and justifiable that a quantitative research method was better suited for this line of inquiry to enable the researcher to test the hypotheses derived from the literature review. It was also justified in this step that the research data would be most appropriately collected by using a questionnaire. The closed-ended questionnaire design was used for the primary data collection process in UAE governmental enterprises. Data were collected over a defined period of time. A detailed research methodology is presented, discussed, and justified in Chapter 3.
Step III – Data collection and analysis: The questionnaire was translated into Arabic. Although the target or sample population could comprehend the English language, it was decided to translate the questionnaire into Arabic to encourage more participation and allow the research participants to answer all questions appropriately. As a result, 238 questionnaires were completed by a total of eight public sector organizations that participated. Out of this number, about 210 questionnaires were analyzed because of incomplete information provided by 28 respondents.
Although 440 employees volunteered to participate in the study, the overall response rate, which is 47.73%, is considered good for this study area and in the country being examined. Data analysis focused on tools that enhanced the reliability and validity of the data and results. The composite and the goodness-of-fit indices were put into consideration to use the structural equation model. Absolute, relative, and parsimonious goodness-of-fit indices were also key components in deciding the measure of scale reliability and estimation of reliability between responses on all factors identified in the UAE. The data presentation, analysis, and outcome of these measures and processes are presented in Chapter 4.
Step IV – Data discussion: Without this step, it would have been impossible to determine and understand the research outcomes. In this step, the factors or constructs identified from the literature review and the questionnaire survey were all critically discussed in order to establish the relationships that exist and, thus, determine which hypotheses are accepted or rejected. Chapter 4 presents the results and elaborates on the prominent constructs, relationships, and the extent to which constructs influence change management, specifically with regard to organizational change management in the UAE governmental sector.
These four steps have been instrumental in retaining the research focus but also in ensuring that the research scope is well understood and in guiding the investigation and tasks that needed to be completed by the researcher in order to achieve the research aim and objectives. The next section discusses the research scope in relation to the study area.
[bookmark: _Toc482609955]1.6 RESEARCH SCOPE
The approach undertaken to conduct this research is to critically examine existing literature on change management, organizational culture, and leadership and human resource (HR) practices. Theories or models of change management are also examined as secondary data, while the case study of the UAE is adopted for more in-depth analysis and evaluation to test the hypotheses. Given this approach, the data collection process is conducted within a specified time frame but in phases. This is because the scope of this research is limited to organizations or governmental enterprises in the UAE. Therefore, the first phase of data collection was conducted as a review of the existing literature related to the research objectives.
This phase ensured that gaps in the existing literature are identified and their implications are critically examined in relation to the research hypotheses and the primary data that is required for answering all of the research questions. Therefore, the second phase is primary data collection in the UAE that involves participants from governmental enterprises in the country. The primary data is collected by using questionnaires that focus on issues raised and gaps identified in the literature review. The use of a questionnaire as a data collection tool is strategic, in that it also encourages participation of workers and experts who are able to provide information that is useful and relevant to the research area (Marczyk, DeMatteo and Festinger, 2005).  
The flexibility of this combined approach to data collection is key in ensuring objective data analysis procedures and in ascertaining the current status of change processes and change management in governmental enterprises in the UAE. Although a sample of the questionnaire is included in Appendix B, it is important to emphasize that the questions were designed to capture issues that relate to the research questions and hypotheses. The scope of this research also influenced the research participants and the types of questions asked. However, the methodology chapter focuses on discussing and justifying the rationale for selecting the research methods used and its relevance to the scope of this research.
[bookmark: _Toc482609956]1.7 LIMITATIONS OF RESEARCH
It is necessary to emphasize that the research inquiry process adopted for this research targeted change management in the UAE. The investigation uses organizations in the UAE to critically examine relationships between organizational culture and leadership in government enterprises. It also sought to understand and evaluate the role of organizational culture and leadership on HR practices in the governmental sector. Thus, it can be observed that the findings of this research are specific to the UAE context and may or may not be a general reflection of what transpires in other governmental enterprises across the world. This is because of the cultural differences, societal norms, and practices.
Although some of the findings of this research may be applied in a wider context outside of the UAE where similar characteristics are present, it is important to note the period in which this research has been conducted to make necessary justification for application. For example, the views of some of the research participants as expressed in the questionnaire during this period may not necessarily be the policy and norms that will operate in the UAE in another decade. Furthermore, the data collection method has limitations that influence and further limit the research outcomes. This is because there are several data collection techniques that can be used for conducting research.
However, the survey had been chosen as the most appropriate method for this research because of its qualities in helping to gather large volumes of data from a large sample at a low cost. Although this advantage is beneficial for the outlined research aim and hypotheses, it is limiting in the sense that it prevents the ability to further probe into the causes, rationale, and context for why a positive relationship may exist between leadership and change management. Although it is the desire of the researcher to retain the research focus and scope, the opportunity to further probe into the reasons for the relationship or why it exists the way it is discovered in this research may lead to the discovery of a major contribution to knowledge.
With this said, the research limitations have been considered by the researcher but examined, addressed, and deemed fit without deviating from the research scope. Moreover, the researcher understands the factors that generated the research limitations and, as such, was able to manage the research accordingly. Therefore, the researcher acknowledges the research limitations to be factors that may be linked to time, location, and evolving processes in the UAE, which are subject to change. Regardless of the research limitations, there are benefits that are envisioned from conducting this research.
[bookmark: _Toc482609957]1.8 RESEARCH CONTRIBUTIONS
The core benefit of this research is to provide the UAE government and all organizations that are saddled with the responsibilities of effecting change in the UAE with understanding and essential elements required for dealing with the complexity of change and ensuring successful and more effective change processes. The primary findings generated from this study have the potential to influence policy and practice in the UAE by providing guidelines for change agents and organizations that are committed to change in the UAE.
In addition, a primary benefit of this research is to provide solutions to the problem statement identified and discussed earlier in this chapter. With these benefits, the envisioned findings from this study have the potential to serve as a framework for change management processes that will be of considerable value to the UAE government and change agents, as well as organizations in the private sector in the UAE and across the world. Beyond these broad research benefits, the research also contributes to knowledge by providing insights into and explanations for factors or constructs that influence change management in governmental enterprises.
Although the hypotheses have been derived from a critical literature review of existing research in this study area, the results are new contributions to knowledge in that no empirical data that relate to the hypotheses exist in the UAE. As a result, this research has improved understanding of change management in general but, more specifically, understanding and knowledge on organizational change management in UAE governmental enterprises. Furthermore, contributions to theory and practice have also been made by the research outcomes and implications.
It is clearer as a result of conducting this research that specific relationships exist between certain constructs and that the nature of these relationships plays a significant role in organizational change management, even in a culturally driven society like the UAE. For instance, the hierarchical organizational culture is identified to be more dominant than other types of organizational culture. This is key in the practice of organizational change management, especially in the UAE and in countries with similar cultural practices. Although other factors may have made this organizational culture type more dominant, its role in organizational change management processes in the UAE is undeniable.
Therefore, the contributions made by this research are not only applicable in the UAE environment but could also be relevant in the global context, where knowledge and practice measures that may improve organizational outcomes are important. As may be inferred, the research aim, objectives, and contributions are well aligned with the purpose for conducting this research. As expected of any postgraduate research, this thesis has been structured to address the specific aspect of the research that led to the objective results discussed later in this academic work.
[bookmark: _Toc482609958]1.9 RESEARCH STRUCTURE
The first chapter in this dissertation has described the purpose for this study. It has outlined the research questions that need to be answered, stated the problems that motivated this study, and discussed the approach and research scope. Limitations have also been briefly identified in this chapter, but more importantly, the benefits of this study have also been made evident. 
Chapter 2 is the literature review chapter that discusses the relevant models and theories that relate to change management. The chapter examines different change models that may influence organizational change processes and the influence they have on practices that enable successful organizational change management. The chapter also entails a critical engagement with the literature to identify and establish possible relationships between organizational culture, change leadership, and HR practices and their roles in change management in governmental enterprises. This chapter concludes by discussing the impacts of HR practices on organizational culture and leadership.
Chapter 3 discusses the methodology and strategies adopted for conducting this study and the justification for selecting the methods and techniques for data collection. This chapter is key to ensuring that all research questions are answered by using the appropriate methods, while ensuring that the validity, reliability, and ethical issues of the data collected are duly observed and achievable.
Chapter 4 deals with the research findings from the primary data collected through the survey. The chapter presents the results of hypotheses testing and also analyzes the data to demonstrate the implications of the results to the study. This chapter also discusses the findings within the context of the literature review. This chapter is critical to the research because it portrays both the research outcomes and the main contributions of this research to knowledge.
Chapter 5 is the research conclusion, which revisits the research questions with the aim of outlining the findings and answers to each question. It also briefly outlines the results from testing each hypothesis and the gaps identified during the investigation process. This chapter sums up the entire study and the implications of the findings for change management in organizations, as well as the research contributions.
[bookmark: _Toc482609959]1.10 SUMMARY OF CHAPTER
This chapter has provided background to this research and established that, although change is a necessary feature in any progressive organization, it also comes with challenges and problems. The problem statement has helped to narrow the focus of this research to the UAE environment and ensured that the research scope is manageable and the investigation process to achieve the intended research outcome(s) is SMART. All sections in this chapter are an essential guide to achieving the purpose of each chapter in this research. The next chapter, which is the literature review, focuses on models for change management, factors that influence change, and the roles and impacts of certain factors in organizational change management.


[bookmark: _Toc482609960]Chapter 2
[bookmark: _Toc482609961]Literature Review

This chapter critically reviews existing theories and models that explain change management. This review forms theoretical context for the issues examined in this study and identifies essential factors that influence organizational change from the academic literature. This chapter also examines the literature that underpins this study and the explanations for factors, processes, and elements of change management as it relates to organizations. The research, arguments, and explanations proffered by authors are critically examined in order to seek answers to the research questions and explanations for the hypotheses. Thus, Section 2.2 examines different explanations for change management. Subsequent sections focus on examining the relationships between organizational culture and leadership, as well as the role and impact of organizational culture and leadership for change management. Explanations and academic perspectives that lead to the development of hypotheses are also critically discussed in this chapter, which also informs the development of the research framework. The last section in this chapter provides a summary of findings and gaps identified in the existing literature and views that form context for other chapters of this study.
2.1 [bookmark: _Toc482609962]BACKGROUND TO ORGANIZATIONAL CHANGE
Change has been researched by many authors in the past few decades as a necessary process in any organization or society in order for growth to be possible. Some treat change as the realization of intent prior to achieving something through actions carried out by a change agent or manager (Coghlan and Rashford, 2006). Others view it as a partial process in which intended change is a situation where some intentions are achieved, which suggests that not all of the intended change is achievable (Hughes, 2010).
According to Coghlan and Rashford (2006), factors such as situation, processes, power, interests, skills, and approach taken to implement change determine the ability to produce the projected goal of change. However, Jansen (2000) argued that change agents or change leadership can also experience difficulty in achieving the intended change as a result of different forces leading to unplanned change outcomes.
As explained by McMillan (2004), there are too many approaches to organizational change and most are drawn from a world view that conflicts with the requirements for thriving in the modern-day world. For example, new technologies and the globalization that brings about connectedness, speed, and complexity of processes are some of the reasons responsible for change and that force change on organizations (McMillan, 2004). Thus, organizational change management is considered by Palmer and Dunford (2008) as shaping and control. Accordingly, the change process is based on the assumption that the first situation is influenced by strong belief that change outcomes are achievable, which can be done through navigating, directing, caretaking, interpreting, and coaching (Palmer and Dunford, 2008).
Some of these views differ from those of Weick (2000), who explained that a range of sense making assists individuals to develop necessary capabilities for dealing with organizational change and its ambiguity. However, Balogun and Johnson (2005) state that individuals are sense makers by themselves, who are involved in determining the strategies for change initiative and not just people that require sense-making assistance. It can be noticed that these arguments about change and organizational change management do not negate the role of sense making in change management processes but rather center on whether assistance is needed or individuals are coached to be sense makers themselves.
It is worth noting this background informs the change management models to be examined in this section, given that it is important to understand the explanations for all factors that interplay in the organizational change management process for successful change processes. Models, as mentioned in this chapter, refers to the set of assumptions and beliefs that align to represent and relate to what occurs during organizational change processes (Weick and Quinn, 1999). Thus, the models of change management that are examined in this section are ones that demonstrate the fundamental elements and approaches that help to better understand the nature of change processes and the requirements for successful change management.
[bookmark: _Toc482609963]2.1.1 Theoretical Explanations of Organizational Change
Organizational change can be traced to Kurt Lewin, who in 1951 examined the relationship between group decision-making, implementation, and social change. Change was explained by him with a three-phase model to illustrate the change management process (Burnes, 2004). This model focuses on psychological aspects of behavior modification and presents a systematic approach to change management by using a sequence of well-defined and interrelated processes such as unfreezing, movement, and refreezing (D’Ortenzio, 2012). Unfreezing means lowering resistance to change by recognizing and accepting the need for change (Burnes, 2004). Thus, the organization’s objective in this phase is to make the organization ready and prepare their rationale for change (D’Ortenzio, 2012). This phase is important for successful change processes or for a change process to be accepted. 
However, it is important to develop new attitudes to encourage the behaviors necessary for change to occur; this is the “moving” or movement phase. The movement or moving phase focuses on developing momentum and changes in organizational structure where necessary (Burnes, 2004). The refreezing phase then becomes necessary because of the need to stabilize, support, and reinforce the new change conditions (Rees and Hall, 2013). The objective of the organization in this phase focuses on reinforcing change and institutionalization. Accordingly, the systematic process from unfreezing to movement (moving/changing) to refreezing generates two different types of forces. A force-field analysis, which is a technique explained by Lewin, considers and manages the forces or “drivers” for and against change, which means that there are two forces: forces resisting and forces driving change (Rees and Hall, 2013). 
However, French, Kast, and Rosenweig (1985) reacted to Lewin’s model by emphasizing its limitation. Their approach to organizational change is explained as a planned-change effort to change management by further breaking the three steps into eight steps:
i. Initial problem identification
ii. Obtaining data
iii. Problem diagnosis
iv. Action planning
v. Implementation
vi. Follow-up and stabilize
vii. Assessment of the consequences
viii. Learning from the process (Rees and Hall, 2013)
The process for managing the eight steps requires the oversight of change leadership. French, Bell, and Zawacki (2000), cited in Rees and Hall (2013) in a later research conducted after the model in Figure 2.3, then suggested that change resistance and its forces can be minimized if a change agent plays a strategic role. According to French et al. (2000), cited in Rees and Hall (2013), a change agent needs to ensure that people who may be affected by the change are aware and understand the following criteria:
· Benefit – this means that the change needs to have substantial advantage for staff and the organization and should be seen as a better way by staff who need to be part of the change process.
· Compatibility – this criteria emphasizes that change ought to be as compatible as possible with the existing values, mission, and experiences of the people and organization.
· Complexity – as much as possible, change should not be more complex than necessary but should be easy to comprehend and implement.
· Trial ability – change should be a step-by-step process, in which people can implement activities and make adjustments on a gradual and steady basis.
As change agents, staff, and the organization as a whole need to understand how the change benefits them and its compatibility, complexity, and trial ability. Fernandez and Rainey (2006) argued that communication plays an important role in alleviating problems that may be associated with change resistance. It can also be inferred from the latter statement that communication enhances the driving forces of change and minimizes the forces of resistance. Therefore, communication is an important element that can enhance or limit the planned-change efforts change model of French et al. (2000); however, communication is not mentioned in the model, which may be its limitation. This limitation is crucial to understanding the relationship and influence of organizational change management in governmental enterprises as examined in this research.
Similarly, the 10-step change model by Jick (1993) and eight-step model by Kotter (1996) are known models adopted to explain organizational change management. For instance, the 10-step model is considered as a tactical-level model for implementing organizational change (Mento et al, 2002). Although considered as a blueprint for organizations embarking on change processes (Metre, 2009), it places more responsibilities on the change agents in grasping the context and importance of both the change process and the organizational change. Mento et al. (2002) argued that this is because the successful implementation of change largely depends on the nature of the change. However, the eight-step change model by Kotter (1996) emphasizes that “establishing a sense of urgency” is the first step, whereas it is the fourth step in Jick’s 10-step model. However, a more critical review of the justification for Kotter’s model provides a clearer understanding for the eight-step change model. Kotter (1996, p. 16) elaborates that organizations commit certain errors that lead to significant downsides of change management.
The eight-step model is considered as a process that requires careful implementation with considerations of the errors and is not a checklist (Burnes, 2005). Although it is easy to implement because it is a step-by-step model, it is important that all steps are taken in the order in which they are outlined and implemented without skipping any step (D’Ortenzio, 2012). Although the errors identified may not occur in a linear process, the steps for implementing change as proposed by Kotter are designed as such. A critical comparison of both errors and steps within the model indicates that change management is a generative process that changes to reaction to organizational needs while still retaining focus on the organizational culture and vision (French et al., 2000). Furthermore, a limitation of this process is that its tone and focus are more on the change process and not on the acceptance and ability to prepare change agents, employees, and the organization for the change process.
Besides the models examined thus far, there are other models identified in the literature, such as the General Electric (GE) seven-step change model, which is a linear process that focuses on the role of a leader or change agent in creating urgency for the change required (D’Ortenzio, 2012). The GE change model starts with the behavior of the leader as a role model, emphasizing the importance of leadership, and it then progresses to visions and practices within the organization that facilitate organizational change management. Other elements acknowledge the importance of the relationship between stakeholders, such as leaders, and the existing culture within the organization, because this may influence the change process. The last step of the GE model outlines the changing systems, staffing, training, appraisal, communication, and reporting relationships, as well as rewards, which emphasizes the importance of functioning HR practices.
The initial focus of the GE model is on leadership, but it progresses quickly to accountability and good staffing to ensure that organizational change is implemented (Metre, 2009). As envisaged, all models with steps and linear progression have similar elements, although in a different order of arrangement. Although justifiable, it can be seen that Lewin’s three-phase model (as cited in Burnes, 2004) and the planned-change model by French et al. (1985) focus on forces and the importance of using certain elements to manage the forces driving change and those resisting it. However, other step-aligned models tend to be more practice-focused and outline action plans for implementing the change process. It can therefore be inferred that all models examined thus far have limitations and merits that may be combined for a more successful organizational change management process.
[bookmark: _Toc482609964]2.1.2 Evaluation of Change Models
In most instances, organizational change takes place as a result of change considered as necessary and pertinent to the growth of the organization. The critical review and comparison of different change models has indicated that the models capture different aspects of either the forces influencing change (Lewin’s model, as cited in Burnes, 2004; French et al., 2000), the change agents (leaders/managers, as in the GE model), or the organizational structure itself (Kotter, 2008; Jick, 1993). Therefore, planned organizational change without integration of the contextual dimensions of the change process may not be successful.
For instance, all models examined so far emphasized the essential factor for organizational change management as one that is influenced by the forces that drive change or the forces of resistance (Rees and Hall, 2013). Jick’s (1993) model possesses more steps than that of Kotter (1996), but the starting step also differs in scope and context. For instance, Jick (1993) argued that the organization needs to analyse their status and need for change and not commence change without understanding how change can help to create a shared vision and common direction.
In contrast to this reflective start, the eight-step model by Kotter (1996) emphasized that ‘establishing a sense of urgency’ is the first step that is needed for developing a powerful guiding coalition. Although this may be true in some organizations, this step differs from that of Jick (1993), whose sense of urgency in creating and understanding change does not start until the fourth step. Despite the differences between Jick’s model and that of Kotter (1995), the similarity between the first step in Jick’s model and that of French et al. (1985) is noticeable.
Both encouraged a form of assessment, problem identification, and/or analysis within an organization before commencing fully on change process. However, the elements within the change model by Jick (1993) and Kotter (1995) both lack the four main characteristics emphasized by French et al. (2000), i.e. benefit, compatibility, complexity, and trial ability. Kotter’s change model focuses more on positive reinforcement and elements that may enhance the forces driving change, rather than obtaining sufficient data at the unfreezing phase on how forces resisting change may affect the eventual change outcomes.
Conducting some form of assessment as emphasized by French et al. (1985) and Jick (1993) may help with identifying the consequences of change at the refreezing phase, thereby ensuring that the change process brings about the envisaged outcomes. Furthermore, in cases in which employees resist change passively without understanding and developing new attitudes that align with the change initiated (Lewin’s model, as cited in Burnes, 2004; French et al., 2000), the organizational change may be unsuccessful (Moon, 2009). Regardless of all models justifying the focus at the beginning, middle, and end of the change process within an organization, the main criticism with any linear change models is that change process is not always linear. It can be observed that all models identified in the literature so far explain change as a process that starts from an initial state and moves to a final stage.
However, in the modern day, change is generally implemented and recognized as a constant and continuing phenomenon within an organization (Osborne and Brown, 2005). Although the speed of change may vary from one organization to another, the failure of all of the models examined thus far to examine change as a continuing process exposes a gap in the literature and a limitation of each change model. Therefore, this gap and limitation leads to a critical evaluation of the components or contents of the models examined in order to develop a change model that captures the essential elements of change, especially as it relates to a constant and continuous process in the current dispensation.
[bookmark: _Toc482609965]2.2 CHANGE MANAGEMENT
Change management is a systematic approach that includes the application of knowledge, resources, and tools, which can be used to leverage the benefits of change, as well as to better manage the process for change with the intentions of positively improving performance (Metre, 2009). Change is inevitable in modern times when many things are not static. However, in order to achieve a desirable use of change, it must be effective and sustainable (Lanning, 2001). As the world progresses, change management is therefore seen as a permanent aspect of any organization and as an opportunity to improve productivity, profits, and the competitive edge of organizations (Lucey, 2008). This means that organizations are either facing dynamic changes or having changes forced upon them (Kilpimaa, 2006).
Compelling evidence from a study by Hudescu and Ilies (2011) shows that change management remains difficult to maintain and implement for several reasons. First, the literature about change regularly forms a barrier to broader appreciation of the basic principles surrounding the change process. Second, change management concepts and application require knowledge from different areas and levels within an organization, such as finance or accounting, or from individuals, groups, or organizational systems. Third, the theme of change management affects various traditional functional areas, like management, marketing, and most currently, strategic management. Fourth, the current movement of change management leaves organizational leaders too short on time and resources to assess the status quo of change (Hudescu and Ilies, 2011). What is more, managing organizational change is not a ready recipe that anyone can adopt and make all the feelings of uneasiness go away. It is rather a type of management domination through the implementation of systematic management intervention that allows individuals to adapt to the required situation and its outcome, which is aligned with an organization’s strategy (Rees and French, 2013). Moreover, “managing organizational change” has two meanings.
First, it is making changes in a planned and systematic way; the second part of managing a change is managing how employees react to the change, even though the company does not have a lot of control over certain aspects of those changes (Garg and Singh, 2006). Consequently, organizations are compelled to learn, cope, and adapt to change in order to thrive, succeed, and ensure continuity in a chosen field (Ackerman and Anderson, 2001). Such characteristics of change make it something that can be either planned or unplanned by an organization in reaction to a variety of pressures (Lanning, 2001). Thus, Adler and Shenbar (1990) supported the notion that change require changes and adaptation in human skills, processes, strategy, culture, and organizational structure.
[bookmark: _Toc482609966]2.2.1 Revisiting Managing Organizational Change in a Global Context
From a global context, reform initiatives have influenced the public sector to the extent that organizations now seek means of enhancing efficiency, profit, and operational capacity (Hallgrímsson, 2008). In this sense, external factors such as the environment determine change and how such change is managed (Ulrich and Brockbank, 2005). Organizational change is considered an important process that draws concepts from a combination of different disciplines and fields to generate the necessary changes in an organization (Kilpimaa, 2006; Lanning, 2001). Bendor-Samuel (2004) defined organizational change as the process in which an organization alters its strategies, operational methods, and structures in order to effect changes.
Kilpimaa (2006), however, focused on the change of organizational culture as one of the factors that affects change within an organization, thereby suggesting that organizational change is an internal alteration of an existing status quo for a better norm. All these explanations about organizational change indicate that it is a process that can be either continual or a set of actions taken at a distinct period of time (Paton and McCalman, 2000).
Regardless of these definitions or descriptions of organizational change, organizational change should be understood from the rational choice and the purposive actions that necessitated a change within an organization (Quattrone and Hopper, 2001). In their research, Quattrone and Hopper argued that change can be in accordance with objective and external reality or contextual, which results from institutional pressures and routines.
However, St-Amour (2001) states that in addition to some of the factors discussed earlier in this section, leaders or managers of organizations need to contend with factors that affect their organizations. This suggests that organizations are always compelled to change due to external environmental factors, such as political, technological, social, and economic factors, that are outside of the organization but strong enough to cause changes (Salminen, 2000). The internal environment also influences change and this includes management procedures, policies, systems, styles, and attitudes of leaders and employees (Ulrich and Brockbank, 2005).
The internal environment as explained by Adler and Shenbar (1990) informs the focus of this research to examine factors that influence organizational change management. Thus, the term change management connotes change in organizational structures, roles, values, leadership, and culture facilitated by the development theory adopted by the organization (Salminen, 2000:57). The purpose of change management is to increase knowledge, build awareness, and motivate people to accept and embrace change (Bendor-Samuel, 2004). St-Amour (2001) emphasized the importance of approaching organizational change as a comprehensive process that includes subsystems that influence the success of change.
Although opinions vary in the literature on types of change (Kilpimaa, 2006), this research scope is more focused on the internal factors that influence successful organizational change management. Subsequent sections in this chapter critically evaluate factors such as organization culture (Paton and McCalman, 2000), leadership (St-Amour, 2001), HR practices (Ulrich and Brockbank, 2005), and organization change (Kilpimaa, 2006) in order to determine their influence in organization change management in governmental enterprises in the UAE.
[bookmark: _Toc482609967]2.2.2 Governmental Enterprises in the UAE
This section explains the context of governmental enterprises, its meaning, and classification. It also provides background information on the UAE and the internal focus and integrating factors in the country. Governmental enterprises as mentioned in this research are government-owned or government-sponsored activities, businesses, and ventures such as public utilities. According to Hamilton (2013), governmental enterprises are the legal entities that undertake commercial activities on behalf of the government.
However, Hardy (2010) argued that the nature of government-owned or governmental enterprises is the natural monopolies that they possess. For example, some of the infrastructures that fall under the classification of governmental enterprises are telecommunications, services, natural resources, energy, strategic and specialized goods (weapons), broadcasting, healthcare, political institutions, etc. All of these services and infrastructures are controlled, regulated, and managed by government or governmental agencies; hence, they are classified as government enterprises.
Governmental enterprises or state-owned enterprises can be partly-owned or fully-owned by the government (Hardy, 2010). Although the classification of what constitutes governmental enterprises and the infrastructures that are fully- or partly-owned by the government varies from one country to another, this research focuses on governmental enterprises in the UAE. Table 2.1 gives an example of the governmental enterprises in the UAE and their ownership or management.
Table 2.1: Classification of Governmental Enterprises in the UAE
	Fully-owned
	Partly-owned or mixed


	Postal (e.g., Emirates Post Group)
	Healthcare (e.g., ADNIC, Daman)

	Water & Electricity (FEWA, DEWA, etc.)
	Universities (e.g., American University of Sharjah, American University in Dubai)

	Emirates Transport
	Telephone Companies (e.g., Etisalat, Du)

	Nuclear Energy (FANR)
	Agthia Group



It can be seen that there are universities and public services in the UAE that are partly owned by the government but with the presence of private competitors or ownership. This mixed legal status of governmental enterprises in the UAE is significant in this research, because the mixed ownership enterprises will have varied organizational culture and leadership systems. Although all of the fully owned enterprises are internally focused and integrated into the Arab culture, with flexibility and control facilitated at the discretion of the leadership, it is possible that the mixed governmental enterprises are externally focused and differentiated because of the foreign influence of partners.
[bookmark: _Toc482609968]2.2.3 Structure of Governmental Enterprises in the UAE
The UAE, which is made up of seven states, i.e. Dubai, Ajman, Ras al-Kahaimah, Fujairah, Umm al-Quwain, Sharjah, and Abu Dhabi, which is the capital (Heard, 2013), has become a hub for trade and tourism. The UAE being ranked 17th wealthiest country in the world in 2013 by the International Monetary Federation (IMF) is a formal acknowledgement of the country as a fast growing one (The World Bank, 2013). Although petroleum and natural gas are major contributions to the economy (Forstenlechner 2010), the mixed ownership of governmental enterprises also ensures that economic activities are diverse to sustain the country’s wealth (Krane, 2009). The diverse approach to promoting economic activities and the investment of several foreign corporations in the country also play major roles in structuring the organizational culture and leadership system. The leadership system in the UAE is a monarch leadership system. For example, the leadership of the presidency and prime minister are elected by the Supreme Council, but they are also hereditary (Heard, 2013; Krane, 2009).
The Abu Dhabi monarch or ruler is the president of the UAE, while the Dubai monarch or ruler is the prime minister of the country. However, leadership in the UAE is shared, even though its politics and governmental administration remains a constitutional monarchy (Krane, 2009). All seven emirates in the UAE are governed by main leaders who share responsibilities that are not granted to the national government (UN, 2004). The UAE leadership is participatory through the involvement of other leaders in governmental enterprises. This means that with an autocratic decision made by the leader, the decision would have been influenced through a participative process based on shared responsibilities to achieve a goal. This leadership influenced culture is illustrated in Figure 2.1 below.
	< Not Participative 
	

	Highly Participative >

	Autocratic decision by leader
	Leader proposes decision, listens to feedback, then decides
	Team proposes decision, leader has the final decision
	Joint decision with team as equals 
	Full delegation of decision team


Figure 2.1: Structure and leadership in governmental enterprises
(Adapted from James and James, 2008; Heard, 2013; Krane, 2009)

From the illustration in Figure 2.1, the structure in the governmental enterprises in the UAE can be seen as consultative process, which empowers employees. It can also be inferred from the explanation in this section that the leadership is a major change agent in ensuring that transitions are made and engagement with foreign nationals is productive and translates into economic growth. All of these characteristics mirror the features of clan and hierarchy organizational culture discussed later in this chapter. Furthermore, the leadership structure in the governmental enterprises also emphasizes that leadership plays a strong and positive role in UAE governmental enterprises. Based on the background into the UAE governmental enterprises, it is important to critically examine the relationship between leadership, organizational culture, and HR practices in managing change in governmental enterprises.
[bookmark: _Toc482609969]2.2.4 Governmental Enterprise and Change Management in UAE 
Literature about organizational change in the Arab world is rare (Al-Blori, 2005) and especially so in the UAE, even though significant progress has been made in economic and technological development in recent years (Wagie, 2006; Al-Ameri, 2013). It seems there are very limited attempts to understand change management and its motivations. Renukapp (2014), for example, agrees that there is little information known about how public sector organizations are reacting to change in Abu Dhabi.
As the UAE is becoming a country that attracts people who wish to see best practices being applied, it needs more studies that are empirical and differ from those of Western countries (Zahi and Adnan, 2012; Renukapp, 2014). It seems there is no clear conception of what influences change management within UAE organizations. In addition, the UAE is an Islamic country and its culture could be affected by this concept, which means it has a unique culture from Western regions. The UAE today is a country open to international competition, including its neighboring Gulf countries. This asks the UAE to continually renew its organization direction, structures, and capabilities to compete with a competitive advantage. Notably, there are calls from academics, practitioners, and researchers for more studies to be done in UAE about change management, organization culture, leadership, human resource practices, and corporate strategy (Fernandes & Awamleh, 2004; Jaboun & Alrasai, 2005; Zahi & Adnan, 2012; AL-Ameri, 2013; Al Harahsheh, 2014).
Organizations operate within different contexts due to the missions that drive them and environmental factors such as economy, policies, and availability of resources. However, the literature indicates that the drivers of managing organization change across the globe are organizational culture (Beardsell, 2009), leadership (Cameron, Quinn, DeGraff, and Thakor, 2006), organization structure (James and James, 2008), organization strategy (Tan and Nasurdin, 2011), HR practices (Shipton, Fay, West, Patterson, and Birdi, 2005), and the like. However, the majority of research literature depicts the role of organization culture (Hartnell, Yi Ou, and Kinichi, 2011), leadership (Hamstra, Yperen, Wisse, and Sassenberg, 2011), and HR practices (Tan and Nasurdin, 2010) on change management in the organizations. This study is an attempt to understand and explain the relationship among them, as well as the impact these variables have on organizational change management.
2.3 [bookmark: _Toc482609970]FACTORS INFLUENCING ORGANIZATIONAL CHANGE
Theoretical explanations of change indicate that forces driving change and forces resisting change can influence and significantly affect organizational change and the change management process (Rees and Hall, 2013). In addition to these two forces, factors such as organizational culture, leadership, HR practices, and other factors are examined in subsequent sections and they need to be subjected to the aforementioned forces.  
[bookmark: _Toc482609971]2.3.1 Organizational Culture and Change Management
The world as a whole and every entity in the world have always been in a constant process of change. It is therefore important to be ready to take advantage of opportunities and change (Wilderom, Glunk, and Maslowshi, 2000). For several decades, researchers have attempted to establish links between organizational performance and organizational culture. These attempts have led to the discovery and better understanding of the influence of culture in organization change.
Although benefits abound in identifying and understanding organizational culture, which is, using it for competitive advantage (Zheng, 2005), it can be challenging to manage for change when other influencing factors are not well mobilized (Sarros, Gray, Densten, and Cooper, 2005). Culture has been identified by Schein (2004) as a complex issue that entails intricate links between shared values, beliefs, attitudes, behaviors, assumptions, and artefacts. Culture is broad to the extent that it covers all aspects of internal and external relationships and deep to the level that it guides the actions of individuals without awareness of its influence on them (Martin and Siehl, 1983). 
Due to the impact of culture, scholars often agree that the root of organizational culture is grounded in a rich set of values, assumptions, beliefs, and behaviors and how these influence other aspects of living. Thus, this implies that the stronger an organizational culture is, the greater its impact on the attitude and behaviors exhibited by employees and leaders in the organization (Ostroff, Kinicki, and Tamkins, 2003). However, Jaskyte (2004) argued that the stronger the organizational culture, the more difficult it is to change. As the world is constantly changing, it is important for organizations to create and sustain a culture that is receptive toward change (Sarros et al., 2005).
Although it can be challenging to instill organizational culture that is prone to change (LePine, 2005), Salminen (2000) argued that organizations in modern times need to retain a positive strong culture in order to reduce the risk of becoming extinct because of reluctance to change in reaction to environmental shifts. Thus, Johnson and Scholes (1999) refer to a culture web, which described organizational culture as the paradigm that is formed from a mix of symbols, control systems, routines and rituals, stories, power structures, and organizational structure. 
The paradigm is held in common by all stakeholders and considered as the norm in an organization, guiding the daily actions of organizational life (Johnson and Scholes, 1999). Admittedly, it can be a daunting task to effectively manage all components of an organizational culture because some attributes are more dominant than others (Kilpimaa, 2006). Cameron and Quinn (1999) used four clusters, that is, clan, adhocracy, hierarchy, and market, to explain different types of organizational cultures. Figure 2.2 shows these culture types.
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Ends: Market share,
profitability, goal achievement
	

	Stability and control


Figure 2.2: Types of organizational culture
(Adapted from Hartnell et al., 2011; Cameron & Quinn, 1999)

Figure 2.2 shows that the clan culture type is supported by a flexible structure, but internally oriented (Hartnell et al., 2011). In this culture type, human affiliations produce positive attitudes in employees, which are directed toward organizations. This infers that organization success is due to their ability to recruit, develop, and retain their human resource base (Cameron et al., 2006). Although this indicates the benefits of a good relationship between organizational paradigms, it also emphasizes the crucial role that HR practices play in this organization culture. In the clan culture type of organization, employees are able to participate in change due to the trust level, commitment, and open communication, which are essential features of this culture type (Cameron and Quinn, 1999).
HR, as one of the moderators of this culture type, motivates employees to value attachment, membership, and affiliation supported by the organization (Cameron et al., 2006). According to Hartnell et al. (2011), behaviors that facilitate participation in change are associated with teamwork, open communication, and employee involvement. These all significantly contribute to positive outcomes such as satisfaction, commitment, and employee morale within the organization, regardless of change. This culture type focuses on the employee and emphasizes the role of HR practices in recruiting the appropriate people. It also ensures that the organizational culture is an essential feature of any change, fostering commitment to the organization values and beliefs.
The adhocracy culture type also possesses a flexible structure, like clan culture, but it is externally oriented. Change fosters creation of new resources in adhocracy culture (Hartnell et al., 2011). Although such innovative tendencies compel employees to take risk and be more creative, Ismail (2005) argued that the creative and novel vision motivates adhocracy organization to value growth and attention to details. However, Combs, Liu, Hall, and Ketchen (2006) emphasize that the behaviors that emanate from adhocracy organizations, such as risk taking, creativity, and adaptability, motivate change, especially ones that align with risk taking. Although these cultivate innovation, they can also adversely influence the paradigms in the organization.
The market culture type is reinforced by control mechanisms and externally oriented (Hartnell et al., 2011). Market culture forces competition and aggressiveness to the extent that productivity is enhanced and stakeholder value in the short and long term is improved (Cameron and Quinn, 1999). Although this is good in business enterprises, competition and aggressiveness can adversely impact organization paradigms. This is because the primary belief in market culture is that the motivating goal for employees is to aggressively perform and meet the expectations of stakeholders and not to preserve the values of the organization (Hartnell et al., 2011).
Thus, while stakeholders might benefit from such aggressiveness, it can be at the detriment of organizational culture. Furthermore, the market culture emphasizes the role of task focus and planning without much emphasis on HR practices and leadership, but it values competence and achievement of employees, achieving goals, and enhancing market profitability and share (Cameron et al., 2006). Although this is good for business enterprise, the complete focus of market culture type is not relevant to the focus of this research, which is on government enterprises.
The hierarchy culture type is driven by control mechanisms and is internally oriented (Hartnell et al., 2011). It is the general belief in this organization culture type that stability, control, and predictability promotes efficiency (Beardsell, 2009). The dominating premise in hierarchy culture is that employees are better able to meet expectations when their duties, roles, and responsibilities are well and clearly defined (James and James, 2008). This strong belief emphasizes the role of HR practices and the importance of leadership in ensuring that employees do not deviate from their roles. Thus, hierarchy organizational culture values precision in communication, consistency, and formalization of process (Mavondo, Chimhanzi, and Stewart, 2005). While this ensures that their behavior is predictable and conforms to the values of the organization (LePine, 2005), Kilpimaa (2006) argued that such attributes promote efficiency, good functioning, and timeliness.
Accordingly, the role of organizational culture cannot be overlooked; however, it is noteworthy that organization change is mostly influenced or determined by a fusion of different push and pull factors (Child, 2005). These factors do not only determine change interventions, but they also emphasize the importance of change management, especially as examined in this research. For instance, Senior and Swailes (2010) argued that challenges of growth, economic downturns, changes in strategy, and technological changes are some of the factors that make organization change important in the modern world. Although organizational culture influences the ability to be able to effectively manage change and its associated challenges, Caldwell (2003) argued that it is equally pertinent to understand change from a “changing organization” perspective.
Therefore, change management is often known to place multiple and simultaneous demands on employees within the organization, as well as shaping the organization culture for the imminent change (Hughes, 2010; Price, 2009). According to Price (2009), resistance to change needs to be minimized by leaders or change agents by ensuring that change has benefits, is compatible with organization culture, is less complex or not more complex than necessary, and is shown to be adoptable on a step-by-step basis. While authors like Kotter (1996) emphasize the need for sense of urgency in change, Price (2009) and Hughes (2010) argued that the existing organizational culture helps to facilitate change management.
Beardsell (2009) explained that, for an organization to retain positive aspects of a strong culture, it needs to understand its future prospects and desired culture amidst change. It is on the basis of this understanding that the transition for change can occur by using a practical relationship between the existing organizational paradigm and the future paradigm (Mavondo et al., 2005). According to Beardsell (2009), the ability to ensure such a transition is key to facilitating speed of change and the willingness of employees to participate in change so that the risk of becoming extinct can be reduced. However, it can be observed from the critical review of the clan, adhocracy, market, and hierarchy culture types that all culture types, except market, focus on enhancing organizational paradigms amidst change and daily operations.
Since the aim of this research is to examine the influence of organizational culture on change management, the remainder of this research will focus on using characteristics of clan, adhocracy, and hierarchy organizational cultures to evaluate the relationship between other moderating factors like leadership, HR practices, and organization change. Accordingly, the focus on clan, adhocracy, and hierarchy organization culture is based on their characteristics that incorporate organizational dimensions and resources that enhances the driving forces of change.
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The ability to maintain the positive aspects of a strong culture requires a change approach, and this is then subjective and influenced by organizational culture (Erdogan et al., 2006). However, Cameron et al. (2006) argued that the most important change is orchestrated by the leader of the organization. This argument presents the leader as an agent of change for the organization and as someone who possesses essential skills to facilitate the transition for change, as well as sustain good performance. As explained by Gilley, Gilley, and McMillan, (2009), the motivation of a leader is important to employees and everyone in a workplace. This is so because the abilities of a leader influence others to work, which reflects positively on both the employee’s ability and the organization (Gilley et al., 2009).
While several leadership theories and styles have been examined by different scholars to justify the essential skills any successful leader must possess, Northouse (2013) emphasized that change leaders exhibit two general behaviors. First, a leader with change orientation exhibits task behavior that facilitates goal accomplishment, whereas the second behavior helps employees to feel more relaxed and comfortable with themselves (Northouse, 2013). However, Hamstra et al. (2011) argued that these behaviors are made possible through leadership styles that a leader adopts for the nature of change required. In their research, they discovered that in organizations where goals are achieved, leaders adopt both transactional and transformational styles to ensure productivity, even during organizational change.
By so doing, leaders are perceived as not only supporters of organizational change, but as change agents (Nazim, Shahid, Anjum, Wali, and Shahid, 2014). According to Nazim et al., a change agent is someone who introduces a concept, ideas, and/or innovation that leads to an appropriate environment for change, facilitates the implementation of change, and is able to evaluate the impact of change. This demonstrates that change agents have different duties or tasks to perform while implementing change. The tasks of change agents according to Luscher and Lewis (2008) make them very involved in the change process and with employees at different levels and at different times in the organization.
While this might seem daunting, it is a process that helps leaders as change agents to establish relationships with employees that enable and facilitate the change process (Nazim et al., 2014). Thus, for a change agent to be effective, it is important that certain skills, behaviors, and competencies are developed (Luscher and Lewis, 2008). Some of the skills identified in the literature include vision, strategic thinking, negotiation, problem-solving, interpersonal communication, action taking, influencing, motivation, and providing accurate data and communication (Luscher and Lewis, 2008; Nazim et al., 2014). Although other literature identified skills such as human, technical, and conceptual skills (Northouse, 2013), and their importance is not disputed, Gilley et al. (2009) argued that it is the ability of leaders (change agents) to utilize their skills to ensure that goals are achieved.
Explaining leaders as change agents within the context of this research provides a strong argument for an organizational culture type that enables its leadership to utilize their skills in the most appropriate manner to facilitate change in a positive way. In this sense, the literature on leadership that explains leadership by using traits theory to depict that behavioral and psychological traits of successful leaders (Illies, Scott, and Judge, 2006) is important to change management. While arguments differ on the traits being inherent in leaders (Bass, 1990), the reference to change management is the need for managerial abilities that leaders as change agents may adopt to improve performance amidst change (Collin, 2001). Accordingly, leader abilities such as creativity, flexibility, and skills to encourage others to develop and implement the agenda for visioning change are all essential for change management (Illies et al., 2006; Collin, 2001). 
Therefore, leadership skills in change management are key to bringing about successful organizational change (Holt, Armenakis, Field and Harris, 2007). This also means that lack of skills in leaders, especially the ones that help to motivate the agenda and vision of change, may serve as a major barrier to successful organizational change management (Gilley, 2005). Thus, it is important for leaders or change agents to ensure that their skills are manifested in actions and processes that enhance change, while using the same skills for change management processes (Gilley et al., 2009).
According to Gilley et al. (2009), it is also important to use other factors to further strengthen the linkage between leader skills and effectiveness of implementing change. However, as identified while examining the clan culture organization, the role of HR practices is also prominent in ensuring that appropriate people are recruited or hired who can support leaders in the change management process (Tan and Nasurdin, 2010). It can then be inferred that HR practices can also positively and strongly influence the ability to recruit the appropriate leaders or change agents for an organization. Thus, the next section examines the context of HR practices in relation to organization change.
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Human resource management may be defined as the planned approach to managing people in the most effective way in order to achieve good performance (Fekete and Keith, 2001). The aim of HR practices is to establish a flexible and caring management style that motivates staff and ensures that they are better managed and developed in the best possible way to achieve the goal of the organization (Paauwe and Boselie, 2005). In this sense, HR identifies that good human resource management practices are instrumental to ensuring that the objectives of the organization are achieved, while productivity of staff is also enhanced in the process. According to Shipton et al. (2005) and Tan and Nasurdin (2010), HR practices center on the following:
· Clarifying the strategic direction of the organization by communicating the vision, goal, mission, and values of the organization to all employees
· Establishing the strategic link between HR programs and tasks required to be carried out and integrating the two together for all concerned
· Managing people effectively for performance by integrating individual objectives with organizational goals and developing staff where necessary for the tasks that they are expected to carry out.
However, it takes the understanding of a leader (change agent) to identify indicators for performance in staff that can be further developed through HR programs and practices (Shipton et al., 2005). As explained by Tan and Nasurdin (2011), an indicator of good HR practices is the demonstrated ability of the HR unit to enhance competencies of staff and leaders to perform. However, Ulrich and Brockbank (2005) argued that such enhanced competencies can be developed through effective training programs that aim to motivate staff to achieve the goal or mission of the organization, especially during or prior to organization change. This emphasizes the influential role that HR practices play in motivating employees to exhibit favorable attitudes and behaviors that support and help to implement tasks for organization change (Zheng, 2005).
In addition to the strategic role of the leader (change agent) in an organization, the strong influence of HR practices is evident in the HR literature. The significance of HR practices in many organizations is prominent because some innovative firms treat HR practices as an integral part of the organization’s strategy (Mavondo et al., 2005). The reason for this is to encourage team responsibilities and to build good customer relationships through empowerment and participation and through enhanced organizational culture (Paauwe and Boselie, 2005). According to the research by Wang (2005), the relationship and influencing role of organizational culture and HR practices are prominent in facilitating and moderating change and productivity in an organization.
For instance, performance appraisal increases employee commitment and satisfaction because employees are given the opportunity to discuss their work performance (Tan and Nasurdin, 2011). HR practices are significant to change management in that change momentum, which comprises magnitude and speed, needs to be carefully coordinated and managed (Rees and Hall, 2013). Change momentum may not always be easy to predict (Holt et al., 2007), and the interventions to manage change may be influenced by available options through HR practices (Mavondo et al., 2005). According to the focus of HR practices outlined by Shipton et al. (2005) and Tan and Nasurdin (2010) earlier in this section, it can be inferred that it is important for change agents and leaders to characterize change based on organizational culture and change management interventions.
However, change management from HR practices may not be an easy process or task, given that the model of change momentum warrants that magnitude of change corresponds with speed of change (Rees and Hall, 2013). As illustrated in Figure 2.3, change management needs to be understood by change agents in terms of the two key variables of magnitude and speed.
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Figure 2.3: Change momentum model (Rees and Hall, 2013)
The model indicates that “smooth” and “bumpy” changes are both characterized by relatively small (and less complex) change, but differ in speed of implementation. Thus, the significant change management is in ensuring that the speed of implementation is directly proportional to the magnitude of change (Rees and Hall, 2013), although smooth change happening over a longer period of time than the latter implies that change management may be characterized by small steps, which may be described as being “incremental” and barely noticeable in the day-to-day business of an organization.
Furthermore, according to Rees and Hall (2013,) it is worth noting that forces resisting change and forces driving change may also influence the speed of implementing change. Therefore, in terms of change management, there may be relative minor changes to procedures and organizational policies so that the culture within the organization is not changed so significantly that it affects the change process. This explanation is based on the understanding that the movement phase in the planned-change effort model of French et al. (1985) requires action planning, implementation, and follow-up and stabilizes without altering the organizational culture. However, the influence on speed of change suggests that change may also be emergent, during which change may be smooth or bumpy but not necessarily planned (Rees and Hall, 2013).
While the change management process for smooth change may be driven by internal factors, bumpy change is more noticeable because its speed is faster and therefore requires swift change management that HR practices rapidly facilitates, for example, a state in which an organization is experiencing crisis that requires major investment in health and safety regulations and practices. While the changes and change management process will be rapid, it will improve the performance of employees, especially when appraisal measures are used. As argued by French et al. (2000), provided that the people involved are made aware of its benefits, trial ability, compatibility, and complexity of change by the change agent or through HR practices, organizational changes are more prone to success.
Tan and Nasurdin (2011) argued that performance appraisal eventually encourages employees to perform better in innovative activities, while career management assists employees to reach their organizational goals and aspirations (Tan and Nasurdin, 2011). Accordingly, it follows that, when employees are satisfied with their career management, this motivates them to perform in more innovative activities that can facilitate the implementation of change (Kilpimaa, 2006). Even in instances where the appropriate expertise is lacking, this is often improved through HR practices and programs such as training to help employees develop and master appropriate skills, knowledge, and ability that can contribute to organization change. 
The explanation of Kotter (1996) emphasizes the errors organizations make during change process, but also emphasizes the importance of empowering others to act on the vision for change. While leaders (change agents) also perform coaching or mentoring duties where necessary (Luscher and Lewis, 2008), reward systems have been identified as essential in motivating employees to develop successful ideas for implementing change and to take risk to generate newer ideas that lead to positive impacts of change.
According to Tan and Nasurdin (2011), reward systems also encourage employees to become more motivated, which further increases their participation and contribution to ideas, organizational goals, and change management. Reward as a HR practice is as significant as recruitment, which ensures that the appropriate people are hired and attached to fit between the person and organizational culture (Combs et al., 2006). Thus, a link and relationship between HR practices and organizational culture is established. This section has also provided strong links and relevance of organizational culture, leadership (change agents), and HR practices to organization change as a whole.
2.4 [bookmark: _Toc482609974]RELATIONSHIPS BETWEEN INFLUENCING FACTORS
Previous sections have established that organizational culture, leadership, and HR practices are factors that can influence change management in organizations. Therefore, this section aims to use all information from previous sections to critically examine and discuss the relationship between organizational culture, leadership, HR practices, and organizational change management. 
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Organizational change involves a process of reconfiguring components and alterations in structure, people, or technology within an organization in order to increase efficiency and effectiveness (Bendor-Samuel, 2004). Although this is true, Beardsell (2009) argued that the level of analysis of organizational change is more significant because it helps to determine the change that occurs at individual, group, and structure levels. This argument places strong emphasis on the role of organizational culture in influencing internal change or as an important change factor (Hofstede, 2001). However, Ismail (2005) states that leadership is a major internal change factor that influences organizational change, although external change factors such as immediate environment and general environment also influence change.
Leadership plays a strategic role in managing resistance to change by using applicable elements of organizational culture to motivate employee participation in the change process (Jaskyte, 2004). Cameron et al. (2006) argue that change is orchestrated by the leader of the organization or the change agents who are given the mandate to facilitate change, because it is prone to significant resistance from employees. Change can be implemented in accordance with objectives and external reality or contextual evidence that results from institutional pressures and routines (Quattrone and Hopper, 2001), which emphasizes the facilitating role of a change leader. For change management initiatives to be a success, the leader should act as a successful role model through his/her own commitment toward the change and also to develop a positive bond toward such strategic initiatives in his/her organization (Abrell-Vogel and Rowold, 2014).
Therefore, the motivation of the change leader is important to the employees, to the workplace, and in retaining the organizational culture (Gilley et al., 2009). This depends, however, on the abilities of the change leader and the orientation of the change leadership. Northouse (2013) emphasizes that change leaders exhibit two general behaviors. First, a leader with change orientation exhibits task behavior that facilitates goal accomplishment, while the second behavior helps employees to feel more relaxed and comfortable with themselves (Northouse, 2013). However, Hamstra et al. (2011) argue that these behaviors are made possible through leadership styles that a leader adopts for the nature of the change required.
In their research, Hamstra et al. (2011) discovered that, in organizations where goals are achieved, leaders adopted both transactional and transformational styles to ensure productivity and effective change management. In this light, leaders are perceived as both supporters of organizational change and as change agents (Nazim et al., 2014) and also positively impacting and encouraging employees’ change-oriented behaviors (Herold, Fedor and Caldwell, 2007). According to Nazim et al., (2014), a change agent is someone who introduces a concept, idea, or innovation that leads to the appropriate environment for change, facilitates the implementation of change, and can evaluate the impact of change. This demonstrates that change agents (leaders) have specific duties or tasks to perform when implementing change, which thus places them at the helm of change management.
The tasks of change agents, according to Luscher and Lewis (2008), make them very involved in the change process and with employees at different levels and at different times in the organization. For instance, Hudescu and Ilies (2011) explained that leaders need to communicate a broader appreciation of the basic principles surrounding the change process; otherwise, the lack of communication often poses a barrier to change management. The ability to maintain an equilibrium between the change process and communication of the basics of change may be daunting.
Nonetheless, change is a process that helps leaders, as change agents, to establish relationships with employees that enable and facilitate the change process, thereby ensuring that the change is effectively managed (Nazim et al., 2014). Therefore, it can be proposed that: 
H1: There will be positive relationship between change leadership and change management.
This hypothesis and illustration relates and further justifies the role of change agents such as leaders and change leadership in change management. For instance, the GE change model emphasized this by starting with the leader’s behavior in championing change, being a role model, and committing resources for organizational change management. The expectation of change leadership ensures proper accountability and management of stakeholders for organizational change. This explanation stresses the necessity to maximize the six dimensions and resources mentioned by Vollman (1996) in stage three of the conceptualized change model, especially in governmental enterprises where people may be less business minded.
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Jaskyte (2004) emphasized the importance of this hypothesis by explaining that leaders play a strategic role in managing the resistance to change by using applicable elements of organizational culture to motivate employee participation in change. However, Lanning (2001) argued that change is better motivated and sustained in an organization through education and communication, two main factors that influence participation and involvement. Salminen (2000) and Sarros et al. (2005) further explained that change leadership, organizational culture, and HR practices are moderators in change management and resistance. This is because they are important in encouraging participation and involvement, in negotiating and forming agreement, and in manipulating and co-opting or coercing people to adhere to change (Schein, 2004; Salminen, 2000; Sarros et al., 2005).
Based on all these factors, organizational change management implies that for change to occur, alterations, action plans, and motivation are based on planned change (top down) and/or emergent change (bottom up) (Shipton et al., 2005). Thus, organizational change management can occur by using different change strategies, such as power, manipulation, persuasion, consultation, and participation (Hartnell et al., 2011). These change strategies may have implications for leadership, organizational culture, and HR practices as moderators of change if planned change is not well implemented (Wilderom et al., 2000).
In this context, the leader (as change agent) mentors and facilitates the development of employees and ensures that HR practices focus on hiring and training appropriate people that can facilitate change. Similar processes apply to other organizational cultures, in that HR practices will be influenced by the projected end result or outcome for undergoing organization change (Mavondo et al., 2005). Whether it is to increase the development and commitment of staff and leaders in clan culture, to increase efficiency, timeliness, and smooth functioning as seen in hierarchy culture, or to change for innovation and to develop cutting-edge output, it is the responsibility of HR practices to ensure that organization change is achieved.
Thus, it can be inferred that organizational culture and leadership play the following roles on HR practices:
· Motivating role – Ensures that HR practices focus on activities that lead to organization change and the goal of change (Mavondo et al., 2005). Ensures that abilities and skills that brings change in the organization are prioritized (Nazim et al., 2014). This role clarifies that HR practices are equally important in supporting change agents (leaders) in aligning the competencies and capacities of the organization with change goals.
· Coordinating role – Brings together all elements of HR practices and communicate all complex activities of the organization to achieve organization change (Paauwe and Boselie, 2005). Coordination has been identified in Chapter 2 as part of the organizational dimensions that need to be utilized for change management. Therefore, HR practices have a coordinating role in organizational change processes.
· Facilitating role – Makes action and change process easier and smoother to embark on (Paton and McCalman, 2000). Also, ensures that HR practices and resources are timely and well distributed for organization change. This role is crucial for successful organizational change management.
These three main roles enable HR practices to clarify and provide strategic direction for the organization to pursue and achieve the goal of organization change. However, no literature exists on the role of organizational culture and leadership on HR practices in the fully owned and partly owned governmental enterprises in the UAE. This gap in the literature emphasizes the need for empirical data collection in order to answer the third research question but also in establishing the second hypothesis, which can be divided into two parts. Furthermore, it can also be established that a relationship exists between change leadership and change management through HR practices.
H2: The HR practices will mediate the relationship between change leadership and change management.
Therefore, understanding the relationship between moderators of change, that is, change leadership and HR practices, in governmental enterprise is very important. In addition, this section identifies the relevance of organizational culture in change management, which further emphasizes the need to examine the nature of the relationship and the extent to which each factor influences change.
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Change management concepts and their applications require knowledge from different areas and levels within an organization, or from individuals, groups, or organizational systems and culture (Hudescu and Ilies, 2011). Andrews et al. (2008) also explained the notion that change often needs to be understood and redefined by individuals or contextualized by contingencies, conflicting interests, and the ideologies of groups within an organization. This is because organizational culture is grounded in a rich set of values, assumptions, beliefs, and behaviors, and they collectively influence change, employees, and performance (Carlström and Ekman, 2012). 
It can therefore be inferred that the stronger an organizational culture, the greater its impact on the attitudes and behaviors exhibited by employees and leaders in the organization (Ostroff et al., 2003). Jaskyte (2004) argued that the stronger the organizational culture, the more difficult it is to change. However, as the world is constantly changing, organizations must imbibe and possess culture that is receptive toward change (Sarros et al., 2005). Regardless of the importance of change, LePine (2005) argues that it is challenging to instill organizational culture that is receptive to change.
Hence, Luu and Rowley (2016) emphasize the need for a process that understands the organizational culture and that maintains, sustains, and also facilitates the change process and commitment to change management. While this establishes a relationship between organizational culture and change management, it also indicates that organizational change management is a process of reconfiguring components and of making alterations in structures and cultures, people, and/or technology within an organization in order to increase efficiency and effectiveness (Bendor-Samuel, 2004).
For instance, the clan organizational culture uses thrust that is based on collaboration and uses cohesive, participative, and empowerment means to ensure that employees’ morale is sufficient to ensure their commitment to organizational values (Hartnell et al., 2011). However, hierarchy adopts control and uses process control, measurement, consistency, and capable processes as means of engagement (Cameron and Quinn, 1999). The expected outcomes aimed for are efficiency, timeliness, and smooth functioning. The difference between the clan and hierarchy organizational cultures is evident in the outcomes of the two.
While clan culture focuses on boosting the morale, development and commitment of the people, hierarchy end goals are efficiency, smooth functioning, and timeliness (Hartnell et al., 2011). The different outcomes of these two organizational cultures provide insights into the fundamental roles of leadership approaches in the two organizations. The leaders as change agents search for abilities and skills, playing a major role in goal achievement, and adopting the transactional and transformation styles to improve productivity. Thus, the change roles that leaders play in the two cultures differ based on their end goals.
This analysis also applies to the adhocracy culture type, which is externally focused and differentiated. Its value as an organization is to foster creation of new resources, by using adaptability, creativity, and agility, as seen in Figure 2.2. However, the end goal of this culture type is innovation and cutting-edge output. While this analysis shows that there is a relationship between organizational culture and change management, it is unclear from the existing literature if this manner of relationship exists in governmental enterprises. This makes organizational culture an integral part of change management and supports the next hypothesis. 
H3: There will be a positive relationship between organizational culture dimension (ie., the clan culture, the adhocracy culture and the hierarchical culture) and change management.
While the current reputation of the UAE as a fast growing or emerging economy is commendable, it fails to provide sufficient explanations or evaluation of the impact of organizational culture and leadership in governmental enterprises. The review presented in this chapter suggests that, based on the characteristics of the structure of the UAE governmental enterprises, clan, hierarchy, and adhocracy organizational cultures seem to be in existence. It is, however, unclear if these three cultures are dominant in the governmental enterprises fully owned by government or the ones partly owned by the government.
It is also important based on the focus of this research to determine the relationship between organizational culture and leadership in governmental enterprises in order to know if the relationship is positive or not. This lack of clarity justifies the need for further investigation of the current practices in the UAE by collecting primary data. Thus, although this literature review has confirmed that a relationship exists between organizational culture and leadership in governmental enterprises in the UAE, the precise relationship and nature of the relationship is unverified. This shows the gaps in the literature and one of the areas where this research will contribute to knowledge.
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Change management is a systematic approach that includes the application of knowledge, resources, and tools that can be used to leverage the benefits of change (Metre, 2009). It is also viewed as a systematic approach that is used to better manage the change process with the intention of positively improving performance (Metre, 2009). It also implies that all constructs examined thus far intervene in processes that influence organizational culture and change management. For instance, it is part of HR practices to recruit appropriate staff, including the leadership, for an organization based on organizational culture and values. While HR practices influence leadership directly in this sense, the decisions of leaders (as change agents) also influence subsequent HR practices, such as training needs and development programs for staff and leaders to develop required skills for organizational change (Tan and Nasurdin, 2010).
Explanations like this indicate organizational culture, leadership, and HR practices as dependent factors that directly and indirectly influence organizational change. Furthermore, it implies that the leader (as change agent) is unable to perform his/her duties effectively without efficient HR practices (Ulrich and Brockbank, 2005), while HR practices can significantly impact organization culture and vice versa (Wilderom et al., 2000). The relationship between these factors is undisputable; however, the HR impact on organizational culture and leadership in governmental enterprises in the UAE is unclear.
While it helps to partly answer the second research question, this section requires that the role of organizational culture and leadership on HR practices is identified and defined. HR practices are important in any organization, especially in ensuring that organization change is positive. However, HR practices do not operate in a vacuum without the coordination of a leader (change agent) and the employees to ensure that the goal of change is achieved. Given this premise and the end goal of each organizational culture, it can be said that organizational culture influences HR practices. For instance, in clan culture, HR practices will be influenced to recruit and organize training programs that ensure that the morale of staff is appropriate to collaborate and participate in organization change.
H4: The HR practices will mediate the relationship between organizational culture dimension (i.e. the clan culture, the adhocracy culture and the hierarchical culture) and change management.
Based on the explanations in this section, especially the roles of HR practices being confirmed in the conceptualized model for organizational change management, it can be inferred that a positive relationship exists between leadership, HR practices, and the ability to manage organizational change. However, this hypothesis will be tested within the UAE context by engaging governmental enterprises in the country to determine the extent of the nature of this relationship.
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The explanations of previous sections have shown that organization culture, leadership, and HR practices are all factors that influence organization change. Establishing that a relationship exists between organizational culture and leadership in governmental enterprises is significant to this research. The systematic approach required for change management may leave a change leader with limited time and resources to assess the change process and to simultaneously implement change as planned (Hudescu and Ilies, 2011). Burnes (2004) explained that organizational changes need to be approached appropriately; otherwise, planned and emergent changes may be competing rather than complementary.
Although contestable, his research found that organizations will do well to identify the approach best suited to both types of change, especially the change they desire based on organizational context. This makes the change process something in which leadership and change management play a vital role for achieving successful outcomes (Al-Yahya, 2009). However, the ability to maintain the positive aspects of a strong culture requires a change approach, which is subjective and subsequently influenced by organizational culture and change leadership (Erdogan et al., 2006).
Salminen (2000) and Sarros et al. (2005) further explain that both leadership and organizational culture, among others, serve as moderators in change management and in dealing with resistance to change. Thus, both leadership and organizational culture are important for encouraging participation and involvement, in negotiating and forming agreements, and/or in manipulating, co-opting, and coercing people to adhere to change (Schein, 2004; Salminen, 2000; Sarros et al., 2005). Change management, in this sense, reinforces the relevance and role of organizational culture and leadership, especially because both constructs are key in managing and ensuring equilibrium between external and internal factors that may influence change management (Salminen, 2000).
While no author negates the relevance and roles of both change leadership and organizational culture in change management and its success, none have established the nature of the relationship between the two constructs that may inform change management in governmental enterprises. This gap clarifies another contribution this research will make to knowledge by indicating the relationship between organizational culture and leadership, which helps to form hypothesis 5.
H5 – There will a positive relationship between organizational culture dimension (i.e. the clan culture, the adhocracy culture and the hierarchical culture) and change leadership.
The evaluation of models conducted in Chapter 2 demonstrated that a positive relationship exists between organizational culture and leadership, especially for leaders as change agents being able to preserve the culture of the organization as part of the change management cycle. However, it is important to also test this hypothesis within the UAE context. The aforementioned argument that presented in this chapter, specified that HR practices mediate the impact of organizational culture and leadership, but there is no existing literature to confirm the status of this statement in the UAE.
While the first research question has been answered in this chapter, questions two, three, and four remain partly answered, which thus emphasizes the need to conduct primary research. Regardless of the gaps identified in this chapter, the main findings and research hypotheses have contributed to developing the research model for this research, as illustrated in Figure 2.4.







Change Management
HR Practices 
Organizational Culture
Change Leadership

H3
H1
H4
H2
H5






Figure 2.4: Conceptual research model for the study
The research model is used in a consolidated manner in order for the researcher to comprehend and be able to subject all hypotheses to proper test processes. This conceptual model is an important foundation for this research, especially in determining the appropriate research methodology explained and justified in the next chapter.
2.5 [bookmark: _Toc482609980]SUMMARY OF CHAPTER
This chapter has examined the literature on the research topic and partly answered the four research questions. By so doing, a better understanding of the context being researched has been provided through critical evaluation of models that provide theoretical context for organizational change management. The gaps identified through this critical evaluation and existing literature on organizational change management have further emphasized the importance of this study.
The main findings in this chapter are that the factors that influence organizational change management in governmental enterprises are organizational culture, leadership, and HR practices. This has helped to answer the first research question. However, a further evaluation of these factors showed that they have specific roles, functions, and impacts in organizational change management. For instance, a strong relationship between organization culture and leadership was identified; however, the nature of the relationship in governmental enterprises in the UAE remains an assumption.
It has been identified in this chapter that organizational culture and leadership have specific roles, such as motivating, coordinating, and facilitating roles that they play in governmental enterprises for change management. However, a gap exists in determining the roles in UAE governmental enterprises. This gap and others identified in this literature review justify the relevance of this study, the potential area of contribution to knowledge, and also the need for further investigation by using primary data to identify current issues and trends being studied. The next chapter discusses and justifies the methods, approaches, and design adopted for gathering primary data.
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This chapter has the purpose of discussing the concepts and methods used for conducting this research. Relevant approaches, techniques and procedures adopted for investigating the hypotheses are examined in order to justify their selection for this research. This chapter further explains and justifies the choice of research design, the most applicable approaches for investigating the research hypotheses, and their suitability for answering the research questions. Procedures, sampling method, data sources, and analysis techniques are also critically examined in this chapter, along with their role in helping to answer the research questions. Lastly, the ethical considerations, limitations, and validity and reliability that govern the nature and quality of the data collected in the course of this research are all discussed and justified in this chapter.
[bookmark: _Toc482609983]3.1 Research Design
Research is made up of different elements that ensure that an objective outcome is achieved. In this sense, elements like tasks, techniques, phases, and tools are linked together in a coherent manner, such that the laid-out aim of conducting the research is achieved (White, 2009). Therefore, methodology is an important guide for research that helps to link methods that permit researchers to review, plan, and coordinate the research activities (Punch, 2005). A structure that contains techniques, elements, and approaches for carrying out a research study is called a research design (Marczyk, DeMatteo and Festinger, 2005).
The choice of research design according to Bryman and Bell (2007) “reflects decision that is based on priority that is being given to a range of dimension of research process” (p.40). Authors such as Saunders et al. (2009) likened research design to an “onion”, in which elements or activities are considered as layers that leads to other layers, until the inner layer, which is the data collection techniques and analysis. According to Saunders et al. (2009), Marczyk, DeMatteo and Festinger, (2005), and others, having a research plan, guide, and structure is crucial to achieving the goal of conducting research, as well as ensuring valid and reliable outcomes. A design for this research, including approaches, strategies, and selection of methods that align with the purpose of undertaking this research, is justified in the subsequent subsections in this chapter.
[bookmark: _Toc482609984]3.1.1 Research Approach
A research approach is usually adopted by a researcher for investigating a research hypothesis or examining an observation (Saunders et al., 2012). In this sense, authors like Saunders et al., Gliner, Morgan, and Leech (2009), Hesse-Biber (2011), and others have discussed the two main approaches that can be taken for conducting research. The inductive and deductive approaches are two approaches any researcher may adopt to provide explanations and investigate a research area. According to Gliner et al., the deductive approach is considered as a process that commences with a theory development that aligns with a research assumption motivating the study and that progresses to the point at which the hypothesis that governs a research may be tested in order to determine acceptance or rejection of the hypothesis.
According to Saunders et al. (2012), this approach is a top-down approach because it starts with developing a theory and ends with accepting or rejecting the hypothesis. The inductive approach, on the other hand, is explained as the opposite, which is a research inquiry that takes a clue from observing a phenomenon to identify themes and patterns that enable relationship formulation, which generates the concept for formulating a theory for the observed phenomena (Saunders et al., 2012; Hesse-Biber, 2011). This inquiry process indicates that the inductive process is a bottom-up process (Saunders et al., 2009). The main differences between these two approaches are summarized in Table 3.1 below.








Table 3.1: Comparison between Inductive and Deductive Approaches
(Adopted from Hesse-Biber, 2011; Saunders et al., 2012)

	Deductive approach
	Inductive approach

	Both variable and constant factors need to be identified and determined
	Establishes relationship based on identified themes and patterns

	A highly controlled and restricted format for data collection
	More engaging and interactive approach to data collection

	Researcher is independent of what is being examined
	Researcher facilitates the research process

	Control measures are applied to ensure data validity
	More flexible to allow discovery of new findings 

	Scientific principles are usually used to explain and test hypothesis
	Flexible process aimed at understanding phenomenon being researched



It can be inferred from the above table that the inductive approach helps to gain better understanding of the research context by encouraging the move between themes and patterns that emerge from an inquiry process (Gliner et al., 2009). However, Hesse-Biber (2011) argued that this process and the emergence of themes and patterns are possible when the appropriate data that can generate them are collected. Based on the comparison in Table 3.1, the researcher has adopted a deductive approach, which is an inquiry process that encourages the collection of valid data and the identification of constant and variable factors that influence the verification of the hypothesis.
In addition to the characteristics outlined in table 3.1, this research also requires that the research hypotheses are examined, so it also follows that a deductive approach is a more logical process for conducting this research; hence, the justification for selecting a deductive approach. Selection of a deductive approach also influences the selection of research strategies and data collection techniques. For instance, the literature review has helped to identify relevant and existing theories in change management and how theories influence the investigation process for answering the research questions. Research questions that seek to understand factors that influence organizational change management in governmental enterprises, the relationship between organization culture and leadership, and the role of organizational culture and leadership on HR practices all need to be answered.
Therefore, the deductive approach provides a basis for asking “what” questions, which Creswell (2009) explained to be a key rationale for conducting a quantitative research, as done in this research. According to Creswell (2009), quantitative research involves the collection of data that are numerical or statistical in nature and therefore divorces the researcher’s personal views from interfering with the inquiry process. This implies that the deductive approach aligns with quantitative research, because it also favors the collection of objective data and research outcomes (Saunders et al., 2012). This approach is different from qualitative research, which tends to be less objective because of the role of the researcher, who is considered part of the research process (White, 2009).
According to Hesse-Biber (2011), qualitative research is important for investigating social events and phenomena, rather than testing of a hypothesis to determine whether to accept or reject it. More importantly, the determination of strategies for collecting data that will ensure that valid and objective data are collected is also important to achieving the aim of adopting a deductive approach. To this end, the next section discusses the strategies adopted for collecting data for testing the research hypotheses.
[bookmark: _Toc482609985]3.1.2 Research Strategies
There are several strategies available for data collection and they include experiments, surveys, case studies, interviews, etc. (Yin, 2009). Although understanding the advantages and disadvantages of data collection strategies often helps to determine the most suitable to use for conducting a research, Yin (2009) argued that three factors influence the decision to select suitable strategies for a study area. These are:
1. The nature of the research questions
2. The nature of what is being researched
3. The level of control a researcher possesses over the behavior of those and what is being investigated
Although these factors may be used to determine and justify the selection of data collection techniques for this research, White (2009) and Saunders et al. (2012) have also outlined some characteristics of strategies that may provide clearer justification and explanation for selecting the strategies adopted for this research.


Table 3.2: Characteristics of Strategies
(Adopted from White, 2009; Saunders et al. 2012)

	Strategy
	Form of Research Question(s)
	Focus on Contemporary Events
	Requires control of Behavioral Events

	Survey
	Who, What, Where, How many, How much?
	Yes
	No

	Experiment
	How, Why?
	Yes
	Yes

	Case study
	How, Why?
	Yes
	No

	History
	How, Why?
	No
	No

	Documentation 
	Who, What, Where, How?
	Yes/No
	No



Table 3.2 indicates that the form of research questions that can be answered objectively by using surveys and case studies differs considerably from those of experiments, histories, and documentation. It also shows that the events being focused on also differ. Therefore, because this research focuses on change management and testing the five research hypotheses, the selection of a survey as the strategy for collecting objective data is justified based on its characteristics and ability to be used for investigating contemporary issues, such as change management and its associated relationships and factors. The selection of a survey is based on its qualities for not influencing behavioral events, which thereby suggests high validity and objectivity of the data and data collection process.
Therefore, in relation to the research hypotheses, the selection of a survey facilitates the process and the decision of the researcher to select eight appropriate organizations in the UAE. These eight organizations are selected for investigation and testing of the outlined hypotheses in order to better determine and evaluate the factors that influence organizational change management in governmental enterprises in the UAE. Thus, the deductive approach, quantitative research, and survey have been selected and justified as the approach and strategies for conducting this research. Although the selection of the approach and strategies has been justified in this section, subsequent sections in this chapter focus on explaining the actual procedure for data collection, sources, sampling, analysis, ethical considerations, and validity and reliability.
[bookmark: _Toc482609986]3.1.3 Justification for Using Quantitative Research Methods
Quantitative research has been identified in the literature as one that enables a researcher to collect rich data (Saunders et al., 2012). Based on the specific nature of quantitative data collection methods, the researcher is able to gather more data from different organizations, which enables a cross-examination of the sample population (Kothari, 2008). This justifies the importance of using quantitative data for a study such as this, which aims to examine factors that influence organizational change management in public enterprises in the UAE. In this sense, the use of a survey, which is one of the quantitative data collection methods, to collect data for this research is appropriate in order to achieve the research aim and answer the research questions as stated in the introduction section and also reproduce here, as:
· [bookmark: _Hlk480880326]Q1: What are the factors that influence organizational change management in governmental enterprises in the UAE?
· Q2: What are the relationships that exist between factors that influence change management in governmental enterprises in the UAE?
· Q3: How do organizational culture, leadership and HR practices play role in the change management in governmental enterprises in the UAE?
These three questions have been derived from the research aim and problem statement and are all strategic in ensuring that the problem statement for this research is addressed from the existing literature and current data that are collected from relevant sources in the UAE. The use of a quantitative research method is also key in facilitating the testing of the research hypotheses derived from the literature review, which are:
· H1: There will be a positive relationship between change leadership and change management.
· H2: The HR practices will mediate the relationship between change leadership and change management.
· H3: There will be a positive relationship between organizational culture dimension (ie., the clan culture, the adhocracy culture and the hierarchical culture) and change management.
· H4: The HR practices will mediate the relationship between organizational culture dimension (ie., the clan culture, the adhocracy culture and the hierarchical culture) and change management.
· H5: There will be a positive relationship between organizational culture dimension (ie., the clan culture, the adhocracy culture and the hierarchical culture) and change leadership.
Therefore, the use of quantitative method is justified, because it enables the collection of rich and objective data that can be statistically analyzed for testing the above-mentioned five hypotheses.
[bookmark: _Toc482609987]3.2 data sources and sampling
There are two different means of sourcing data, which lead to secondary and primary data (Teddlie and Tashabbori, 2009). Secondary data are data that have been collected originally for a particular study, existing in documented form, but can be used for other studies with relevant research context (Saunders et al., 2009). Secondary data may exist in the form of documents, articles in journals, web-based information, theses, case studies, newspapers or other publications, etc. Primary data is used to refer to ad hoc information retrieved by the researcher directly from people and/or the subject being researched (Morgan, 2007). Primary data sources include, but are not limited to, observation, interviews, ethnography, surveys, etc.
Although primary data may be difficult to gather without the cooperation of the target audience and other ethical issues (Teddlie and Tashabbori, 2009), secondary data are often available in multiple formats and may present a challenge to manage (Kothari, 2008). These factors indicate that no one source is perfect, and this further justifies why this research has adopted both secondary and primary data sources to investigate the research problems and examine the hypotheses (White, 2009). For instance, this research used existing data in organizational change management and theories of change management. It also examined past researches in the field of change management, while identifying gaps in the existing literature to determine and justify the significance of this study.
Above all, the secondary sources consulted in the literature review chapter helped to provide context and foundation for launching an inquiry into the relationships between organizational culture and leadership in organizations. They also influenced the decision and process for identifying the appropriate organizations in the UAE to engage for collecting primary data by using the survey. The next section provides further explanation about the data sources used in this study and the justification for them.
[bookmark: _Toc482609988]3.2.1 Survey (Questionnaire)
The survey is a primary data collection technique that is mostly used for gathering large amounts of data and information from a wide range of people (Bryman and Bell, 2007). Surveys (questionnaires) are also known to save time and enable the researcher to examine and explain relationships between constructs (Saunders et al., 2012). This reason further justified the choice of a questionnaire for this research. However, the questionnaire had to be developed by using the recommended approach of Churchill and Iacobucci (2002). This approach comprises nine steps (see Figure 3.1), which served as guide to ensure that a reflective and objective questionnaire was designed and developed for this study.

Figure 3.1: Questionnaire development process (Churchill and Iacobucci, 2002, p. 315)
As seen in this process, the first step is to identify and specify the information that needs to be investigated. According to Saunders et al. (2009), reviews of literature and previous studies also help to determine the information that needs to be investigated or further examined, especially when gaps are identified in existing studies in the research area. Therefore, in this research, the questionnaire development has also been influenced by previous studies.
[bookmark: _Toc482609989]3.2.2 Sampling
Sampling can be defined as the selection of research participants that represents the interest of what is being studied or participants with common features from which a conclusion can be drawn to achieve the research objective (Saunders et al., 2009). Sampling is important to any research because it is impossible for a research to survey the entire population despite time constraints and other factors, especially in a very large population (Levy and Lemeshow, 2008). Therefore, this study has adopted the purposive sampling method explained by Trochim (2006).
According to Trochim (2006), purposive sampling is a method that can be used to seek and identify groups with a specific description and those with relevant characteristics to the research area. This sampling method is adopted because specific information regarding constructs is required in order to be able to answer the research questions. To obtain information from subject experts, knowledgeable people, and practicing individuals working in the organizations that the researcher is studying, purposive sampling was used by following the steps outlined below to determine and collect data.

Figure 3.2: Procedure for drawing research sample
(Churchill and Iacobucci, 2002; Wilson, 2006)
This procedure was helpful in identifying and engaging organizations that contributed to this research. For instance, the sampling method and procedure led to the selection of the following categories of organizations as participants for the research. Participants were selected from the middle management from different governmental enterprises in the public interest sector or in the economic and commercial sector within the UAE. The use of two related categories of organizations helped to minimize common bias that may result from collecting data from only one category of organization (Wilson, 2006; Yin, 2009). It also helped to reduce sources of measurement error that often occur in data collection if participants have tailored perceptions or opinions about a measure without it necessarily being the established status quo (Saunders et al., 2012). The next section discusses the data collection procedure and management.
[bookmark: _Toc482609990]3.3 data collection procedure and management
This section discusses the administration, translation, and modification of the questionnaire and other activities that contributed to data management. Thus, the questionnaire was administrated by using the following procedures.
[bookmark: _Toc482609991]3.3.1 Translation and Cultural Influences
Given the country being researched is an Arabic speaking country, it became pertinent to translate the questionnaire in order to encourage participation and ease of completing the survey (Elsadig, 2015). Thus, after construction of the items in the questionnaire format, it was then distributed to language experts who are fluent in English and Arabic in order to translate the questionnaire into Arabic. The purpose of this is also to ensure that the Arabic version of the questionnaire reflects the study context and the language is well understood by people working in the target organizations.
Once the Arabic format was ready, it was distributed within the organizations in the UAE. Once the questionnaires were completed, they were given to a different set of language experts from the first set of people to translate the completed questionnaires from Arabic to English. This is done to ensure that no information is lost in the data management process and that cultural influence is put into consideration in translating the questionnaire into a meaningful and easily understandable format.
This process is similar to what Douglas and Craig (2007) explained as parallel translation, which is a process that brings together experts and cultural knowledge to translate questionnaires. As explained by Douglas and Craig (2007), two independent translators are used to translate a questionnaire, without editing or removing the meaning and essential aspects of the questionnaire, which is key to the research inquiry process. This motivated the translation process undertaken in this research.
[bookmark: _Toc482609992]3.3.2 Administering Survey
A “non-objection certificate” letter addressed to the targeted governmental organizations was issued by Abu Dhabi University for the researcher (see Appendix A). The certificate requested the cooperation, consent, and voluntary participation of the employees of the organizations in the survey. Although this certificate is important, because it contains the research title, reason for conducting the research, and methods of questionnaire distribution, the researcher recruited voluntary participants through their managers, who are considered by Saunders et al. (2009) as ‘“gatekeepers”. Approaching the managers in these organizations helped to break barriers between the employees and stir their interest in the study being conducted. Although not all employees in an organization participated, each organization assigned a person to help the researcher in distributing the questionnaire.
[bookmark: _Toc482609993]3.3.3 Measurement Instrument Scale
Organizational culture instrument. The organizational culture instrument (OCI) was developed by the researcher from the research findings of Cameron and Quinn (2006) and Tseng (2010). The researcher developed six items for each of the three dimensions, clan, hierarchy, and adhocracy, of organizational culture, to give a total of 18 items to be rated on a 5-point Likert scale. The OCI was then given to 20 experts, 10 from academia and 10 from industry, who were working in the UAE. They were instructed to rate each item on a 10-point rating scale, ranging from “not suitable” to “highly suitable”. The rule of thumb to select items to be included in the final scale was that those items that received a minimum of 70% agreement among the experts in the field were retained and the rest were deleted from the final instrument on organizational culture. Consequently, only four items related to each of the three dimensions of organizational culture, clan, adhocracy, and hierarchical, were considered valid for the purpose of the study and included in the questionnaire, which made a total of 12 items. Examples of items were: “the company provides a very friendly place to share…” and “my organization’s long-term emphasis is on…” The Cronbach alpha coefficients, as calculated and depicted for clan culture, hierarchical, culture, and adhocracy culture, were 0.822, 0.831, and 0.798, respectively.
Change leadership questionnaire. The researcher used a change leadership questionnaire developed by Herold, Fedor, Caldwell, and Liu (2008). It has seven items to be rated by the respondents on the 5-point Likert scale. The sample items to be rated by the respondents included, for example, “my leader developed clear vision…” and “my leader empowers people for…”. The Cronbach alpha coefficient calculated for the change leadership questionnaire was found to be 0.955.
HR practices scale. The researcher used an HR practices scale developed by Khatri (2000). It has 27 items to be rated by the respondents on the 5-point Likert scale. Sample items to be rated by respondents included, for example, “there are formal training courses…” and “my company constantly reviews and updates the range…” The Cronbach alpha coefficient calculated for the HR practices questionnaire was found to be 0.950.
Change management instrument. The researcher used a change management questionnaire developed by Farrell (2000). It has 11 items in total: six items were for planned change and the other five were for emergent change. Items were rated by the respondents on the 5-point Likert scale. Sample items rated by the respondents for planned and emergent changes in the organization included, for example, “any kind of change in my organization emanates from senior management…”, “any kind of change in my organization happens through encouraging employees to understand and adapt…”, and “any kind of change in my organization occurs through continually learning about the environment…” The Cronbach alpha coefficient calculated for planned change was 0.758, whereas for emergent change, it was 0.910.
The demographic questions were six in total, which focused on deriving essential information about the participants that can help to further justify their experience and ability to contribute to the research area (Babbie, 2012). Demographic information is also key in evaluating the relationship between specific influencing factors, such as gender, age, and years of experience, which may play a role in increasing reliability or decreasing it (Churchill and Iacobucci, 2002). Due to some of the factors identified that could negatively impact the reliability and credibility of the data collected, the researcher ensured that the research sampling made the decision to collect primary data for this study worthwhile. To conduct the reliability tests for the study, Cronbach’s alpha method was used. Cronbach’s alpha method is a statistical method used for testing the reliability of constructs in research (Cortina, 1993). In any study where Cronbach’s alpha method is used, alpha values above 0.7 are considered good and determined as the acceptable level (Spector, 2006). 
Therefore, in this study, any construct with Cronbach’s Alpha values that are above 0.8 is deemed to have good internal consistency. To ensure consistency, reliability, and validity, the composite reliability was used as the measure of scale of reliability. Other measures used to ensure reliability and determine validity include the structural equation model (SEM), content validity, and convergent and divergent validity. For variance, the average variance extracted (AVE) was used. AVE is used to measure and assess convergent validity (Fornell and Larcker, 1981; Podsakoff, MacKenzie, Lee, and Podsakoff, 2003). Literature has criticized these measurements and scales of measure and has identified their limitations (Spector, 2006). Thus, the researcher used the reliability and validity measure of scales that increased the quality of data and results.
[bookmark: _Toc482609994]3.3.4 Pilot Testing of Survey Questionnaire
The questionnaire needed modification and review due to reluctance and complaints from the participants. Thus, with understanding of the UAE mentality and culture, the questionnaire was modified because it was too long and would take longer to complete. Therefore, all 63 questions were collected and combined in one paper and were given to expert people within the targeted organizations to assess each item. Each expert and professional person was engaged through a face-to-face interaction to explain what needed to be done and how to assess the constructs in each section.
As a result of this engagement process, it was determined that all 63 questions were to be given a scale ranging from 1 to 10, for which 1 represented “not applicable” and 10 was “most applicable”. Thereafter, each expert was given two days to assess each item in the questionnaire, bearing in mind the culture factor and its impact on perception. Once this stage was over, the researcher had to sit with the participants to discuss their feedback and impression of all of the questions. The reason for the cumbersome process is to determine if the questions fitted into their organizational culture, which is part of the basis for conducting this study. The modified and the accepted version of the questionnaire can be found in Appendix B, and contained 57 items in total. The questionnaire starts with demographic questions to ascertain the profile of participants and the relevance of their roles and organizations to the research theme and area.
It is important to note, in view of the analysis and discussion that follows in this chapter, that this information influences individual responses, but in context of the research scope, it may not be distinct enough to alter the overall results because each type of demographic information is not a coefficient for analyzing the data but rather the research key words.
[bookmark: _Toc482609995]3.3.5 Demographics Details
A set of demographic information was specified in the first section of the survey. This section had various questions that inquired about the age, gender, education level, positions, years of experiences, and department or unit of participants. Each item has a significant role in drawing the main frame of the overall research findings picture. For instance, Table 3.3 illustrates the gender difference and characteristics of the participants.
Table 3.3: Demographic Details
	Variables
	Sample 
(N = 210)
	Percentage
(%)
	Variables
	Sample 
(N = 210)
	Percentage
(%)

	Gender:
Male
Female
	
98
112
	
46.7
53.3
	Education:
Graduate
Undergraduate
Post Graduate
	
68
114
25
	
33.8
54.3
11.9

	Age:
< 30 Years
31–40 Years
41–50 Years
51 Years and Above 
	
76
105
18
11
	
36.2
50
8.6
5.2
	Seniority:
< 1 Year
2–3 Years
4–6 Years
7 Years and Above 
	
29
47
59
75
	
13.8
22.4
28.1
35.7



Table 3.3 indicates that 46.7% of the study population were males, while the majority were females, who formed 53.3% of the population. Although there is a slight difference between the male and female ratio in the survey response, this will not have any significant impact on the survey results. The purpose of specifying the gender is to make sure that the survey covers both genders on a fair basis and that the points of view of both genders have been included in this study to ensure gender balance, especially in a country such as the UAE. In relation to this study, it also demonstrates the involvement of women in the public sector in the UAE, which indicates their contribution and involvement in leadership, organizational culture, and change.
Table 3.3 shows that 86% of the survey population is less than 40 years old. This demographic information indicates that the data collected are very significant because it incorporates the research hypothesis that deals with the relationship between leadership and managing organizational change. The participation of this age bracket and their views are important in the UAE and for this study in considering and examining their pattern of response and views on organizational change and leadership. As examined in previous chapters, the role of HR in enhancing the change culture in organizations is mostly conducted for this age group, through which the organizational tendencies toward change are observed and utilized. The age group analysis supports the reliability and quality of data collected in the governmental sector and the involvement of people within this age range, along with their specific views regarding the study focus.
Another significant demographic information set shown in Table 3.3 illustrates the educational level of the participants. A review of Table 3.3 shows that the population of this study is very well educated, with the highest percentage being those with Bachelor degrees. However, mention of the educational level is just due to the nature of the topic, which by default will be more understood and more observed according to the level of education. Thus, having 86% of the population with over high-school education can indicate that this sample is highly educated and the questions asked are well understood and have been answered from both practical experience and informed understanding of the topic being studied.
Finally, the last item in the demographic section is the years of work experience in the organization. Experience is also one of the factors that could not be ignored in the survey because work experience in an organization is important in being able to discuss, explain, and contribute to the issues being examined in this study. It is worth mentioning that the data will be more reliable and valid if the years of experience of each participant is high enough for them to have experienced change and the pattern of change management. The years of experience is also an important factor in influencing the judgment and level of understanding of policies and regulations that lead the employee to form the point of view reflected in the survey.
As shown in Table 3.3, the respondents or research participants have varied years of experience. However, it is significant that over 63% have more than 3 years of experience. This percentage is important in that it shows that more than half of the study population have experience and have worked a significant number of years in the organization to have witnessed different dispensations and processes of change management. Although this is not to ignore the responses provided by those with experience of 3 years and less, it acknowledges the pattern of responses that may emerge from the results and how all responses are crucial for understanding current perspectives in the UAE public sector on change management and its influencing factors.
[bookmark: _Toc482609996]3.4 RELIABILITY AND VALIDITY
Composite reliability is a measure of scale reliability, which assesses the internal consistency of a measure (Fornell and Larcker, 1981), where value of >0.60 are generally considered acceptable (Bagozzi & Yi, 1988). This has been described as the measure of the overall reliability of similar items but in a heterogeneous collection (Bacon, Sauer, and Youg, 1995). As explained by Hancock and Mueller (2001), these are factors that correlate with similar indicators of composite, that is, construct factors, and the factor correlations are obtained by correlating the composites. In the case of this study, it was important to take the composite and the goodness-of-fit indices into consideration by using SEM. The absolute, relative, and parsimonious goodness-of-fit indices were key components of deciding the measure of scale reliability and estimation of reliability between responses on culture, leadership and organization change in the UAE.
The SEM approach for reliability analysis is an estimate of reliability (Hancock and Mueller, 2001). From the SEM approach, it tends to be higher than Cronbach’s alpha. It is, however, more about structuring the equation model so that the estimation of the reliability for the composite consisting of the congeneric measures can be determined. These combined reliability measures and assessments increase the validity of the content, in both convergent and divergent manners. This is because the validity of content is important in complementing the reliability measures used and in ensuring that the study measure represents all facets of the research construct (Podsakoff et al., 2003). In addition to this, ethics issues for any study are important; thus, the next section discusses the ethical considerations pertaining to this study.
[bookmark: _Toc482609997]3.5 ETHICAL CONSIDERATIONS
Research ethics are an important aspect of any research because it provides guidance that can help the researcher conduct objective research (Kimmel, 2007). Saunders et al. (2012) explained that ethics are principles that guide behavior and choices made regarding a research inquiry process. Kimmel (2007) further states that ethics help to protect the rights of all participants and to ensure that principles for conducting a research study are observed and obeyed. Based on this understanding, this research has seriously considered all ethical guidelines provided by the university for every student in accordance with research that involves human participation. The researcher therefore ensured that consent and approval were given by all research participants and that participation was voluntary (Kothari, 2008). Although there were no health and safety issues surrounding the inquiry process, the researcher took all safety measures by engaging with all research participants in a professional manner (Punch, 2005). Above all, only willing participants were approached in different organizations in the UAE to participate in this research.
[bookmark: _Toc482609998]3.6 summary OF chapter
This chapter has discussed and justified the research design by explaining the approach and strategies, as well as the data sources and collection techniques. The selection of a deductive approach, which enables the use of multiple case studies and surveys to test hypotheses generated from the literature review was justified and explained. Although the data collection procedure and management showed how demanding the data collection process was, it also further reinforced the validity and reliability of the data collected and the research results. The techniques and procedures for data collection in this chapter not only helped to achieve the research aim and answer the questions outlined in Chapter 1 but also contributed to result validity and reliability.
As explained in this chapter, it is important to achieve reliability and validity of data and results in quantitative research, or any research. Through the research design selected for this study, the research limitations were also minimized, because it can be difficult to get research participants to discuss one-on-one. Thus, the use of a questionnaire, translation of the questionnaire, and face-to-face engagement proved instrumental in motivating the participation of employees from the eight organizations sampled. Due to this discussion and justification, this chapter has helped to provide clearer guidance and explanations for research activities that led to the results achieved in this research.


[bookmark: _Toc482609999]Chapter 4
[bookmark: _Toc482610000]results and Discussion

The purpose of this chapter is to present the results and interpret, critically analyze, and discuss these in relation to the hypotheses. Information relating to the research aim and hypotheses is presented in different sections in this chapter and analyzed by using the design and measurement explained in the previous chapter. This chapter is divided into four main sections and a summary section, which outlines the main issues and outcomes. The first section discusses the demographic information of the research participants and the relevance to the quality of results and the hypothesis being tested. Subsequent sections then focus on the results and discussions that emerge from the data. The results for the research key words, such as culture, leadership, and organizational change, are discussed in relation to the perceptions and current situation of organizational change in UAE governmental enterprises.
[bookmark: _Toc482610001]4.1 Survey response and RELIABILITY STATISTICS
Every research benefits from having good quality, valid, and reliable data, which is almost guaranteed when the appropriate set of people participate in a study. According to Saunders et al. (2012), demographics refers to the statistical information that describes the research population or participants, which can be used to qualify, identify, and divide the research population or participants into different groups. Statistical information in this sense means descriptions like age, gender, employment status, nationality, and years of experience, to mention a few.
A total of eight public sector service organizations in the UAE were surveyed for the purpose of this study. A standard questionnaire was distributed to 440 employees who volunteered to participate in this study, but only 238 questionnaires were returned. However, only 210 of the returned questionnaires were included in the data analysis because 28 of the questionnaires received from the respondents were found to be incomplete. Hence, this study had a net response rate of 47.73%, which is quite good and supports the recommendation of both Baruch (1999) & Baruch & Holtom, (2008).
[bookmark: _Toc482610002]4.1.1 Reliability Statistics
Cronbach’s alpha was used to test the reliability of statistics. Cronbach’s alpha is a measure used to assess the reliability or internal consistency of a set of scale or test items. It is one way of measuring the strength of consistency. As noticed in Table 4.1, emergent change (EC), planned change (PC), change leadership (CL), human resource planning (HRP), clan culture (CC), adhocracy culture (AC), and hierarchical culture (HC) are the main constructs examined. These constructs were tested by using elements such as recruitment and selection (RS), training (TRG), compensation and benefits (CB), employee relations (ER), and performance appraisal (PA) in order to determine if any relationship exists in the UAE and the nature of the relationship. The Average Variance Extracted (AVE) of this study, as shown in Table 4.1 below, is met by each of the latent variables, which supports the reliability of the measures. The AVE ranged between 0.500 to 0.770, which met the recommendation of Fornell and Larcker (1981).
Table 4.1: Descriptive Statistics, Cronbach Alpha Coefficients, Composite Reliability, and Average Variance Extracted (AVE)
	[bookmark: _Hlk480674847]
	
	Mean
	SD
	Cronbach Alpha Coefficient
	Composite Reliability
	Average Variance Extracted (AVE)

	1.
	CC
	11.50
	2.403
	0.822
	0.828
	0.621

	2.
	AC
	11.34
	2.407
	0.798
	0.781
	0.551

	3.
	HC
	15.09
	3.108
	0.831
	0.827
	0.549

	4.
	CL
	26.73
	5.763
	0.955
	0.986
	0.752

	5.
	RS
	10.51
	2.590
	0.857
	0.856
	0.500

	6.
	TRG
	14.09
	3.311
	0.873
	0.864
	0.615

	7.
	CB
	10.09
	2.872
	0.863
	0.871
	0.694

	8.
	ER
	11.55
	2.280
	0.819
	0.859
	0.670

	9.
	PA
	7.90
	1.628
	0.870
	0.870
	0.770

	10.
	HRP
	22.51
	4.823
	0.890
	0.893
	0.586

	11.
	PC
	15.89
	2.773
	0.862
	0.870
	0.630

	12.
	EC
	15.98
	2.773
	0.844
	0.843
	0.577

	13.
	CM
	31.8667
	5.553
	0.910
	0.922
	0.603

	EC=Emergent Change, PC=Planned Change, CC=Clan Culture, AC=Adhocracy Culture, HC=Hierarchical Culture, RS=Recruitment & Selection, TRG=Training, CB=Compensation & Benefits, ER=Employee Relations, PA=Performance Appraisal, HRP=Human Resource Planning, CL=Change Leadership.



Table 4.1 shows the variations between the mean and the Cronbach alpha coefficient, composite reliability, and AVE. By testing the constructs in Table 4.1, the Cronbach alpha coefficient is between 0.7 and 0.9, which shows great consistency in the measurements and survey dimensions used in this study. This selection aligns with the requirements for the Cronbach alpha coefficient and the number of constructs has been increased in the case of this study to prevent uncorrelated errors of measurement. It can be observed that the Cronbach alpha and composite reliability for the change management (CM) in Table 4.1 are more than 0.8, but the AVE is still within range. This indicates that the result for the CM in the data generated from the survey administered in the UAE is relevant to the hypotheses being tested.
However, of importance to this research are the results for the constructs EC, PC, CC, AC, HC, HRP, and CL. The Cronbach alpha values for these constructs are either 0.7 or 0.8, which is the range specified, except for CL and CM, for which it is 0.9. It is also important to note that the Cronbach alpha coefficients for the elements that influence the constructs are also of the required range, which implies that they have significant impact or influence on change management in the organizations examined in the UAE. Setting this context as background is important, especially in determining the confirmatory factor analysis (CFA) for the constructs, which is presented in the next section.
[bookmark: _Toc482610003]4.2 findings from confirmatory factor analysis (CFA)
The maximum likelihood estimator (MLE) method was selected to carry out the CFA for testing whether the data fits a hypothesized measurement model (Jöreskog and Sörbom, 1996). The model–fit criteria commonly used are chi-square (χ2), the goodness-of-fit index (GFI), the adjusted goodness-of-fit index (AGFI), and the root-mean-square residual index (RMR) (Jöreskog and Sörbom, 1996).
The χ2 is sensitive to sample size and nearly always rejects the model when large samples are used (Bentler and Bonnet, 1980; Jöreskog and Sörbom, 1996); it may not discriminate between good fitting models and poor fitting models when the sample size is small (Kenny and McCoach, 2003). As a result, the relative/normed chi-square (χ2/df) (Wheaton, Muthen, Alwin, and Summers, 1977), which minimizes the impact of sample size, became relevant. However, consensus exists on the acceptable ratio for these statistics, and it ranges from as high as 5.0 (Wheaton et al., 1977) to as low as 2.0 (Tabachnick and Fidell, 2007).
The relative χ2 (χ2/df) must be between 2 and 5 in order to achieve an acceptable model fit. The TLI, CFI, GFI, and AGFI values should be in the range of 0 to 1 with values close to 1 indicating a good fit, whereas the RMSEA value should fall below 0.08 to indicate an acceptable fit to the data (Schumacker and Lomax, 2004). The data analysis was conducted by using these criteria and measurement standards, and the results are presented in this section.
[bookmark: _Toc482610004]4.2.1 CFA for Organizational Culture
The measurement scale for the three parameters of organizational culture, the clan, adhocracy, and hierarchical cultures, was composed of 12 items treated as one factor and entered into the CFA analysis process. All factor loadings were found to be significant (p<0.001) except for item number 3 of clan culture and item number 1 of adhocracy culture. The aforementioned two items were deleted and a fresh CFA was performed on three items of clan culture, three items of adhocracy culture, and four items of hierarchical culture, for which all factor loadings were found to be significant (p<0.001).
The CRA was performed based on the variance–covariance matrix by using the AMOS 18 statistical package for testing the one-factor model. Parameters were estimated for the CFA model based on the maximum likelihood procedure (sometimes called path analysis), which involved fitting the variances and covariances among observed scores. AMOS thereby created a covariance matrix, including the variances and covariances among the observed scores.
It was essential to identify the one-factor model in order to estimate the model parameters. Factor loadings and the variances and covariances among the factors, plus the variances and covariances among the errors, were used to identify the three-factor model. In conducting CFA, no warning messages were received from AMOS regarding parameter estimates. Based upon this information, the one-factor model passed the “rules” for identification. After identification of the one-factor model, an assessment of universal fit pertaining to the quality of the model in AMOS was examined in order to support or reject its appropriateness for the population. The next step was to illustrate the observed (items) and unobserved (factors) in the hypothesized model in Figure 4.1.
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Figure 4.1: Confirmatory factor analysis for organizational culture scale

Figure 4.1 indicates the interactions and results of the items loaded for analysis. The observed variables are represented as rectangles, ellipses represent the unobserved variables, and circles represent measurement error. The structural model consists of three interrelated constructs for organization culture. The arrow between the unobserved variable and the observed variable represents a regression path and its number represents the standardized regression weight.
The arrow between a small circle and the observed variable represents a measurement error term. The double-headed arrows represent the correlation between two unobserved variables (factor covariances) of the model. Although the explanations thus far show the relationships between variables, Table 4.2 illustrates the outcomes and implications for the hypotheses being tested.





Table 4.2: Confirmatory Factor Analysis Results for Organizational Culture
	Constructs and Items
	Standardized regression weight
	S.E.
	t-value

	Organizational Culture
	 
	
	

	CC1
	.642
	Initially constrained to 1

	CC2
	.829
	.119
	9.813***

	CC4
	.873
	.118
	10.133***

	AC2
	.600
	Initially constrained to 1

	AC3
	.698
	.154
	8.156***

	AC4
	.898
	.161
	9.535***

	HC1
	.865
	Initially constrained to 1

	HC2
	.772
	.062
	13.636***

	HC3
	.703
	.060
	11.837***

	HC4
	.599
	.062
	9.505***

	Wherein, Goodness of fit indices namely, Absolute fit measures (χ2/df =2.842; GFI = 0.957; RMR = 0.041; RMSEA = 0.07), Incremental fit measures (AGFI=0.959; NFI = 0.958; CFI = 0.965), and Parsimonious fit measures (PNFI = 0.660; PCFI = 0.677) ***p<0.001


GFI = Goodness-of-fit index; CFI = Comparative Fit Index; AGFI = Adjusted Goodness-of-Fit Index; RMSEA = Root Mean Square Error of Approximation; NFI = Normative Fit Index; RMR = Root Mean Square Residual; PNFI = Parsimonious NFI; PCFI = Parsimonious CFI

In Table 4.2 above, a ratio of ≤2 indicates a superior goodness-of-fit between the three-factor model and the sample data. The test results of organizational culture are: χ2/df=2.842, GFI=0.957, AGFI=0.959, NFI=0.958, CFI=0.965, and RMSEA=0.07. These fit indices provide a hypothesis model, and the sample is fit (Kline, 2011). They satisfy the reference values of χ2/df (Tabachnick and Fidell, 2007; Wheaton et al., 1977) and the TLI, CFI, GFI, NFI, and AGFI, which should be >0.90, and the RMSEA value ≤0.08, which indicates a good fit (Schumacker and Lomax, 2004). The next section analyses the CFA for change leadership.
[bookmark: _Toc482610005]4.2.2 CFA for Change Leadership
The measurement scale for change leadership was composed of seven items. All items were treated as one factor and entered into the CFA analysis process, given that only one factor needed to be analyzed and tested in this construct. All factor loadings were found to be significant (p<0.001). With CFA, the “measurement hypotheses” were evaluated with regard to a scale’s internal structure. That is, CFA allows evaluation to a degree to which the measurement hypotheses are consistent with actual data produced by respondents using the scale.
By examining three key sets of results, parameter estimates, fit indices, and potentially, modification indices, the measurement hypotheses were formally tested and modified to be more consistent with the actual structure of participants’ responses to the scale. In these ways, CFA facilitates theory testing, theory comparison, and theory development in a measurement context. The absolute goodness-of-fit measures for the measurement model of change leadership are depicted in Figure 4.2.
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Figure 4.2: Confirmatory factor analysis for change leadership scale

As is visible in Figure 4.2, a total of seven items were tested, but another CFA test was performed on the variance–covariance matrix by using the AMOS 18 statistical package for testing the one-factor model. The number of items tested was significant to determine the relationships between the parameters and constructs being examined in this research. For this reason, the parameters were estimated for the CFA model based on the maximum likelihood procedure (sometimes called path analysis), which involved fitting the variances and covariances among observed scores.
AMOS therefore created a covariance matrix, including the variances and covariances among the observed scores. It was essential to identify the one-factor model in order to estimate the model parameters. Based upon this information, the one-factor model passed the “rules” for identification. Following identification of the one-factor model, the assessment of universal fit pertaining to the quality of the model in AMOS was examined in order to support or reject its appropriateness for the population being examined. The results for the CFA for change leadership are presented in Table 4.3.
Table 4.3: Confirmatory Factor Analysis Results for Change Leadership
	Constructs and Items
	Standardized regression weight
	S.E.
	t-value

	Change Leadership (CL)
	 
	
	

	CL1
	.879
	Initially constrained to 1

	CL2
	.923
	.053
	20.529***

	CL3
	.934
	.049
	21.112***

	CL4
	.816
	.061
	15.835***

	CL5
	.816
	.060
	15.806***

	CL6
	.818
	.059
	15.886***

	CL7
	.878
	.057
	18.310***

	Wherein, Goodness of fit indices namely, Absolute fit measures (χ2/df =4.06; GFI = 0.929; RMR = 0.025; RMSEA = 0.076), Incremental fit measures (AGFI=0.918; NFI = 0.957; CFI = 0.966), and Parsimonious fit measures (PNFI = 0.638; PCFI = 0.6449)
***p<0.001;


GFI = Goodness-of-fit index; CFI = Comparative Fit Index; AGFI = Adjusted Goodness-of-Fit Index; RMSEA = Root Mean Square Error of Approximation; NFI = Normative Fit Index; RMR = Root Mean Square Residual; PNFI = Parsimonious NFI; PCFI = Parsimonious CFI

As is visible in Table 4.3 above, the value of all items tested was initially constrained to 1. The ratio of ≤2 indicates a superior goodness- of-fit between the one-factor model and the sample data. The test results of change leadership are: χ2/df=4.06, GFI=0.929, AGFI=0.918, NFI=0.957, CFI=0.966, and RMSEA=0.076. These fit indices provide a hypothesis model, and the sample is fit (Kline, 2011). They satisfy the reference values of χ2/df (Tabachnick and Fidell, 2007; Wheaton et al., 1977) and the TLI, CFI, GFI, NFI, and AGFI, which should be >0.90, and the RMSEA value ≤0.08, which indicates a good fit (Schumacker and Lomax, 2004). Therefore, it can be inferred that the values and test results for change leadership are appropriate and relevant to this research.
[bookmark: _Toc482610006]4.2.3 CFA for HR Practices
The measurement scale for HR practices composed of six items. All items were treated as one factor and entered into the CFA analysis process. All factor loadings were found to be significant (p<0.001). With CFA, researchers evaluate “measurement hypotheses” with regard to a scale’s internal structure. That is, CFA allows researchers to evaluate the degree to which their measurement hypotheses are consistent with actual data produced by respondents using the scale. By examining three key sets of results, parameter estimates, fit indices, and potentially, modification indices, the measurement hypotheses were formally tested, and the hypotheses were modified to be more consistent with the actual structure of participants’ responses to the scale. In these ways, CFA facilitates theory testing, theory comparison, and theory development in a measurement context. The absolute goodness-of-fit measures for the measurement model of HR practices is depicted in Figure 4.3.
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Figure 4.3: Confirmatory factory analysis for human resource management practices scale

It can be noted from Figure 4.3 that factors such as recruitment and selections, training, compensation, performance appraisal, human resources, and employee relations were used to test the hypotheses on HR practices. The observed variables are represented as rectangles, ellipses represent the unobserved variables, and the circles represent measurement error. The structural model consists of five interrelated constructs for human resources practices. The arrow between the unobserved variable and the observed variable represents a regression path, and its number represents the standardized regression weight.
The arrow between a small circle and the observed variable represents a measurement error term. The double-headed arrows represent the correlation between two unobserved variables (factor covariance) of the model. It can also be seen that, unlike organizational culture and change leadership, the six items used for testing the hypothesis on HR practices were distinct and may influence change management in different ways. However, with CFA, the “measurement hypotheses” were evaluated with regard to a scale’s internal structure. That is, CFA allows an evaluation to the degree to which the measurement hypotheses are consistent with actual data produced by respondents using the scale.
By examining three key sets of results, parameter estimates, fit indices, and potentially, modification indices, the measurement hypotheses were formally tested, and the hypotheses were modified to be more consistent with the actual structure of participants’ responses to the scale. In these ways, CFA facilitates theory testing, theory comparison, and theory development in a measurement context. The observed (items) and unobserved (factors) in the hypothesized model are outlined in Table 4.4.













Table 4.4: Confirmatory Factor Analysis Results for HR Practices
	Constructs and Items
	Standardized regression weight
	S.E.
	t-value

	HRM Practices
	
	
	

	RS3
	.868
	Initially constrained to 1

	RS2
	.809
	.068
	13.755***

	RS1
	.770
	.069
	12.847***

	TRG4
	.799
	Initially constrained to 1

	TRG3
	.828
	.063
	16.235***

	TRG2
	.772
	.071
	11.937***

	TRG1
	.735
	.080
	11.240***

	CB3
	.905
	Initially constrained to 1

	CB2
	.872
	.058
	17.080***

	CB1
	.709
	.060
	12.168***

	ER3
	.844
	Initially constrained to 1

	ER2
	.787
	.077
	11.971***

	ER1
	.824
	.106
	10.828***

	PA2
	.840
	Initially constrained to 1

	PA1
	.914
	.063
	15.989***

	HRP6
	.713
	Initially constrained to 1

	HRP5
	.714
	.096
	9.844***

	HRP4
	.627
	.082
	8.811***

	HRP3
	.843
	.097
	11.980***

	HRP2
	.927
	.090
	12.904***

	HRP1
	.731
	.088
	10.362***

	Wherein, Goodness of fit indices namely, Absolute fit measures (χ2/df =1.795; GFI = 0.945; RMR = 0.048; RMSEA = 0.062), Incremental fit measures (AGFI=0.969; NFI = 0.947; CFI = 0.985), and Parsimonious fit measures (PNFI = 0.728; PCFI = 0.766)
***p<0.001;


GFI = Goodness-of-fit index; CFI = Comparative Fit Index; AGFI = Adjusted Goodness-of-Fit Index; RMSEA = Root Mean Square Error of Approximation; NFI = Normative Fit Index; RMR = Root Mean Square Residual; PNFI = Parsimonious NFI; PCFI = Parsimonious CFI

Like other variables tested, the values of those tested for HR practices were also initially constrained to 1. In Table 4.4, a ratio of ≤2 indicates a superior goodness-of-fit between the six-factor model and the sample data. The test results of HR practices are: χ2/df=1.795, GFI=0.945, AGFI=0.969, NFI=0.947, CFI=0.985, and RMSEA=0.062. These fit indices provide a hypothesis model, and the sample is fit (Kline, 2011). They satisfy the reference values of χ2/df (Tabachnick and Fidell, 2007; Wheaton et al., 1977) and TLI, CFI, GFI, NFI and AGFI, which should be >0.90, and the RMSEA value ≤0.08, which indicates a good fit (Schumacker and Lomax, 2004).

Although the sample may be considered as fit and satisfying the reference values, the initial model does not fit well, despite the fact that all loadings and correlations among the latent variables are significant. After modification, fit indices have improved significantly. In reviewing values of both CFI and GFI in Table 4.4, it is evident that the six-factor model represents a very good fit to the total sample. The RMSEA is another “fit” index that assesses the absolute fit of a model. A RMSEA value of 0.062 indicates a good fit. It is apparent from the goodness-of-fit indices that the six-factor model provides the best fit to the observed data. The implications of this result are discussed later in this chapter when all constructs and variables that were tested are presented and analyzed.
[bookmark: _Toc482610007]4.2.4 CFA for Change Management
The measurement scale for the two parameters of change management, the planned and emergent change, comprised six and five items, respectively, giving a total of 11 items, which were treated as one factor and entered into the CFA analysis process. All factor loadings were found to be significant (p<0.001), except for item numbers 3 and 4 of the planned change and item number 4 of the emergent change. These aforementioned items were deleted, and a fresh CFA was performed on the remaining four items of planned change and four items of emergent change, for which all factor loadings were found to be significant (p<0.001). The absolute goodness-of-fit measures for the measurement model of change management are depicted in Figure 4.4.
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Figure 4.4: Confirmatory factor analysis for change management scale

As is visible in Figure 4.4 above, there are eight parameters for both planned and emergent change, despite the ones deleted. The CFA “measurement hypotheses” were evaluated with regard to the scale’s internal structure. That is, CFA allows an evaluation to the degree to which the measurement hypotheses are consistent with actual data produced by respondents using the scale. By examining three key sets of results, parameter estimates, fit indices, and modification indices, the measurement hypotheses were formally tested, and the hypotheses were modified to be more consistent with the actual structure of participants’ responses to the scale. By so doing, CFA facilitates theory testing, theory comparison, and theory development in a measurement context. The outcome of this process is outlined in Table 4.5.










Table 4.5: Confirmatory Factor Analysis Results for Change Management
	Constructs and Items
	Standardized regression weight
	S.E.
	t-value

	Change Management (CMgt)
	 
	
	

	PC1
	.590
	Initially constrained to 1

	PC2
	.839
	.147
	9.055***

	PC5
	.876
	.173
	9.279***

	PC6
	.837
	.178
	9.044***

	EC1
	.851
	Initially constrained to 1

	EC2
	.847
	.064
	14.753***

	EC3
	.687
	.069
	10.960***

	EC5
	.629
	.073
	9.782***

	Wherein, Goodness of fit indices namely, Absolute fit measures (χ2/df =3.434; GFI = 0.927; RMR = 0.031; RMSEA = 0.074), Incremental fit measures (AGFI=0.919; NFI = 0.948; CFI = 0.955), and Parsimonious fit measures (PNFI = 0.636; PCFI = 0.648), ***p<0.001


GFI = Goodness-of-fit index; CFI = Comparative Fit Index; AGFI = Adjusted Goodness-of-Fit Index; RMSEA = Root Mean Square Error of Approximation; NFI = Normative Fit Index; RMR = Root Mean Square Residual; PNFI = Parsimonious NFI; PCFI = Parsimonious CFI

In Table 4.5, all values were initially constrained to 1, and a ratio of ≤2 indicates a superior goodness- of-fit between the two-factor model and the sample data. Finally, the test results of change management are: χ2/df=3.434, GFI=0.927, AGFI=0.919, NFI=0.948, CFI=0.955, TLI=0.963, and RMSEA=0.074. These fit indices provide a hypothesis model, and the sample fits well (Kline, 2011). They satisfy the reference values of χ2/df (Tabachnick and Fidell, 2007; Wheaton et al., 1977) and TLI, CFI, GFI, NFI, and AGFI, which should be >0.90, and the RMSEA value ≤0.08, which indicates a good fit (Schumacker and Lomax, 2004). Although these data and findings suggest that the samples are fit and relevant to the constructs being examined in this research, the implications of the findings are discussed later in this chapter, when all results have been presented and analyzed.
[bookmark: _Toc482610008]4.3 findings from CORRELATIONAL ANALYSIS
The correlation coefficients among the variables under study made the structure equation model findings important for the purpose of cross-referencing the results and the extent to which each hypothesis is supported or rejected. A figure of the suggested hypothetical model for this study was tested. Of course, the purpose of structural equation modeling is to test a set of hypotheses and then use fit statistics to determine the robustness of a particular model. The standardized direct, indirect, and total effects within the model were evaluated to examine the hypothesized mediated relationship between organizational culture, change leadership, and HR practices to change management.

Three types of organizational culture and change leadership, six factors of HR practices, and two types of change management practices have been found to be positive and significant at a 0.01 level of significance. The results, which support the findings from other studies, such as Andrews et al. (2008) and Kilpmiaa (2006), as well as a combination of findings in this research that relates to all constructs and parameters, are presented in Table 4.6. Within these findings, organizational culture and change leadership in change management were found to play a significant role.

Therefore, Table 4.6 shows the correlational analysis between antecedent, mediating, and outcome measures of constructs being examined in this research and the parameters used for testing the relationships through CFA modeling. As indicated in Table 4.6 below, constructs such as CC, AC, HC, CL, CM, and HRP were examined and tested. Parameters that relate to HR practices were also included in the table for context and for measurement. As can be seen in this table, each element is measured and has indices that suggest the relevance or extent of relevance of the samples being tested and their outcomes to the constructs.














Table 4.6: Correlational analysis amongst antecedent, mediating and outcome measures
	
	
	1
	2
	3
	4
	5
	6
	7
	8
	9
	10
	11
	12
	13

	1.
	CC
	1
	
	
	
	
	
	
	
	
	
	
	
	

	2.
	AC
	.631**
	1
	
	
	
	
	
	
	
	
	
	
	

	3.
	HC
	.707**
	.742**
	1
	
	
	
	
	
	
	
	
	
	

	4.
	CL
	.443**
	.550**
	.555**
	1
	
	
	
	
	
	
	
	
	

	5.
	RS
	.491**
	.531**
	.608**
	.468**
	1
	
	
	
	
	
	
	
	

	6.
	TRG
	.409**
	.573**
	.581**
	.488**
	.696**
	1
	
	
	
	
	
	
	

	7.
	CB
	.453**
	.580**
	.618**
	.544**
	.507**
	.705**
	1
	
	
	
	
	
	

	8.
	ER
	.612**
	.557**
	.643**
	.697**
	.542**
	.532**
	.567**
	1
	
	
	
	
	

	9.
	PA
	.455**
	.519**
	.563**
	.703**
	.607**
	.602**
	.553**
	.728**
	1
	
	
	
	

	10.
	HRP
	.448**
	.558**
	.605**
	.492**
	.589**
	.710**
	.685**
	.519**
	.600**
	1
	
	
	

	11.
	PC
	.404**
	.417**
	.544**
	.362**
	.469**
	.449**
	.348**
	.464**
	.354**
	.455**
	1
	
	

	12.
	EC
	.433**
	.482**
	.517**
	.444**
	.475**
	.480**
	.423**
	.507**
	.437**
	.508**
	.768**
	1
	

	13.
	CM
	.444**
	.476**
	.565**
	.426**
	.502**
	.493**
	.407**
	.515**
	.418**
	.510**
	.948**
	.933**
	1

	Wherein, EC=Emergent Change, PC=Planned Change, CC=Clan Culture, AC=Adhocracy Culture, HC=Hierarchical Culture, RS=Recruitment & Selection, TRG=Training, CB=Compensation & Benefits, ER=Employee Relations, PA=Performance Appraisal, HRP=Human Resource Planning, CL=Change Leadership, CM=Change Management



As noted in Table 4.6, aspects of organizational culture, that is, CC, AC, and HC, all play a role and influence HR practices in different magnitudes. In addition, it can be observed from Table 4.7, that organization culture and leadership play important roles in HR practices. These findings support findings from other studies such as Mavondo et al. (2005), Paton and McCalman (2000), Paauwe and Boselie (2005), and Nazim et al. (2014). As a result of these findings and outcomes, the SEM test was run in order to reach the goodness of fit. Due to, and as required by, the SEM test process, the organizational culture factor was divided into three constructs, namely, clan culture, adhocracy culture, and hierarchical culture, as examined and critiqued in the literature review chapter.
[bookmark: _Toc482610009]4.4 findings from structural equation model (SEM)
The CFA findings have shown that data collected through the survey are fit and relevant samples for analysis and testing the hypotheses for this research. It indicates that analysis with the samples generated will be appropriate for determining the research findings in relation to the hypotheses and achieving the outcomes of the research objectives. Therefore, establishing the CFA findings provided context for the relevance of findings from SEM. Table 4.7 below provides an overall view for the fit indices of CFA. Also, it shows the fit indices of the CFA used for assessing the fitness and relevance of the samples for the constructs being examined in Figure 4.5.

Dividing organizational culture into distinct parts enabled each culture type to be related to the change leadership, HR practices, and change management factors as proposed in the conceptual model. To examine the relationships between organization culture and leadership, HR practices, and change management, as illustrated in the model created in Chapter 2, path analyses were conducted by using AMOS. The outcome of this process is shown in Figure 4.5.
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Figure 4.5: SEM Path Analysis

As illustrated in Figure 4.5, relationships exist between change leadership and change management, as well as between hierarchical culture and change management through HR practices. It can however be noticed that change management in Figure 4.5 has different factors, such as education, age, gender, and position, that influence it, but these factors do not directly influence the constructs being examined in this research because no connection or relationships were established through SEM modeling. Figure 4.5 also indicates that, while clan, adhocracy, and hierarchical cultures all have relationships with change management, both direct and through HR practices, the natures of the relationships vary considerably and possess different values.
Similarly, a direct relationship between change leadership and change management can be established, as well as a relationship through HR practices. But the nature of the relationships varies and may also be influenced by organizational culture, which thereby suggests a potential web or interwoven relationship between all constructs. Although it is important to note the relationship possibilities and their potential to influence the eventual outcomes of change management, they are not significant enough to alter the impacts of organizational culture, HR practices, and change leadership, especially in the UAE context. While different assumptions and outcomes can be generated from SEM path analysis as shown in Figure 4.5, the results in Table 4.7 reflect the outcomes of Figure 4.5 that relate to this research context and the constructs being examined.

Table 4.7: Overall Fit Indices of Confirmatory Factor Analysis Model
	Fit index
	Recommended Cutoff Value 
	References 

	Absolute fit measures:
χ2
χ2/df
GFI
RMR
RMSEA
	

Between 1–3
⩾0.80
⩽0.05
⩽0.08
	
Bagozzi and Yi (1988)
Browne and Cudeck (1992)

	Incremental fit measures:
AGFI
NFI
CFI
	
⩾0.80
⩾0.80
⩾0.80
	Jöreskog and Sörbom (1996)

	Parsimonious fit measures:
PNFI
PCFI
	
>0.50
>0.50
	Ullman and Bentler (2004)



On the other hand, the correlation coefficients, as shown in Table 4.7, show the overall fit indices of the CFA used for assessing the fitness and relevance of the samples for the constructs being examined in Figure 4.5. As a result, the table indicates three fit indices with the recommended cutoff value level for these fits, namely, absolute fit measures, incremental fit measures, and parsimonious fit measures. This research used the findings of both Bagozzi and Yi (1988) and Browne and Cudeck (1992) for absolute fit measures, which suggest that χ2/df=1–3, GFI⩾0.80, RMR⩽0.05, and RMSEA⩽0.08. Moreover, the incremental fit measures for AGFI⩾0.80, NFI⩾0.80, and CFI⩾0.80 used the recommendation of Jöreskog and Sörbom (1996). Lastly, the recommended level from the study of Ullman and Bentler (2004) for parsimonious fit measures was used, and it is PNFI>0.50 and PCFI0.50.
Table 4.8: Standardized Path Coefficients of Structural Model (For the Moderator)
	
	Standardized Path Coefficients

	
	Standardized total (direct and indirect effect)
	Standardized direct effect
	Standardized indirect effect
	Decision

	LS→HRMP →CM
	.134(p<0.212)
	.035(p<0.747)
	.099(p<0.004)
	Full Mediation

	AC→HRMP →CM
	.057(p<0.593)
	.000(p<0.945)
	.057(p<0.015)
	Full Mediation

	HC→HRMP →CM
	.408(p<0.002)
	.287(p<0.026)
	.121(p<0.004)
	Partial Mediation

	CC→HRMP →CM
	.066(p<0.571)
	.057(p<0.638)
	.010(p<0.689)
	No Mediation

	Wherein, Goodness of fit indices namely, Absolute fit measures (χ2/df =0.864; GFI = 0.984; RMR = 0.155; RMSEA = 0.000), Incremental fit measures (AGFI=0.956; NFI = 0.979; CFI = 1.000), and Parsimonious fit measures (PNFI = 0.435; PCFI = 0.444)  




Table 4.8 outlines the eventual decisions derived from the standardized path coefficients. The results in this table indicate that there is a direct effect of change leadership on change management [LS→HRMP→CM (β=0.035; p<0.747)] that is non-significant, but through a mediator, it is significant [LS→HRMP→CM (β=0.099; p<0.004)]. Table 4.8 also indicates full mediation of the linkages between change leadership and change management through the HRM practices. Similarly, the direct effect of the adhocracy culture on change management [AC→HRMP→CM (β=0.000; p<0.945)] is non-significant, but it is significant through the mediator [AC→HRMP→CM (β=0.057; p<0.015)].
On the other hand, hierarchical culture directly [HC→HRMP→CM (β=0.287; p<0.0260)] and indirectly [AC→HRMP→CM (β=0.057; p<0.015)] impacts change management, which indicates partial mediation of HRM practices in the relationships between adhocracy culture and change management. Finally, both direct [CC→HRMP→CM (β=0.057; p<0.638)] and effects [CC→HRMP→CM (β=0.010; p<0.689)] of clan culture on change management were found to be non-significant linkages either directly or indirectly.
[bookmark: _Toc482610010]4.4 discussion
The literature review has established that change management involves the interactions between certain constructs and elements, such as change leadership, organizational culture, and HR practices. Although other factors may be involved, these three constructs play major roles in facilitating change management. Having this background information in the literature review chapter is crucial and led to the analysis and tests conducted and presented in this chapter. The CFA and SEM modeling and test results presented in this chapter has improved understanding of the relationships that exist between change leadership, organizational culture, HR practices, and change management, while the literature review indicates that the nature of relationships and their understanding can inform decision-making that influences or may lead to impact on change management.

To this end, CFA and SEM analysis has further shown that change management will be more successful if and when the relationships and the roles each construct plays is well-understood and utilized for the aim of achieving the goal of change. For instance, the results from CFA and SEM analysis presented in this chapter have confirmed the explanations from Metre (2009) presented in Section 2.2 that “change management requires the application of resources and tools and how to use the resources to better manage the change process with the intentions of positively improving performance.” Through the analysis from the survey, certain positive relationships were identified that support the position taken by Metre, despite the argument by Hudescu and Ilies (2011) that change management remains difficult to maintain and implement.

Although this may apply to the general content and application of change management in different organizations, in the UAE context, as identified through this research, change management is influenced by organizational culture and between change leadership and change management through HR practices. Beyond this, the survey results analyzed and tested by using CFA and SEM modeling have also shown that the hypotheses identified from the literature review in Chapter 2 were either supported, rejected, or partially supported. Table 4.9 summarizes the findings and outcomes derived from the SEM and CFA modeling and how they directly impact the hypothesis generated from the literature review and the direct contributions to knowledge made by the inquiry process.

Table 4.9: Hypotheses Testing Outcomes
	[bookmark: _Hlk480067967]
	Hypothesis tested
	Hypothesis outcome

	1.
	H1: There will be a positive relationship between change leadership and change management.
	Fully Supported

	2.
	H2: The HR practices will mediate the relationship between change leadership and change management.
	Fully Supported

	3.
	H3: There will be a positive relationship between organizational culture dimensions (i.e., the clan culture, the adhocracy culture and the hierarchical culture) and change management
	Fully Supported

	4.
	H4a: The HR practices mediate the relationships between the clan organizational culture and change management.
	Rejected

	
	H4b: The HR practices mediate the relationships between the adhocracy organizational culture and change management.
	Fully Supported

	
	H4c: The HR practices mediate the relationships between the hierarchical organizational culture and change management. 
	Partially Supported

	5.
	H5: There will be a positive relationship between organizational culture dimensions – the clan, the adhocracy and the hierarchical and the change leadership.
	Fully Supported



[bookmark: _Hlk487463401]As noted in Table 4.9, more specific and varied results have been generated from the findings presented in this chapter, beyond the hypotheses generated from the literature review. For instance, a positive relationship between change leadership and change management is rejected in the UAE, although the deduction from the literature review in Section 2.4.1 suggests otherwise. According to authors such as Hudescu and Ilies (2011) and Luscher and Lewis (2008), positive significant relationships exist between change leadership and change management. As explained by Luscher and Lewis, even though the tasks of change agents vary, it is acknowledged by these authors that change leadership plays a positive role in change management.
It can also be observed in Table 4.9 that the findings relating to UAE governmental enterprises show that positive relationship between change leadership and change management. These findings correspond with the evidence from existing literature by Hudescu and Ilies (2011) which emphasize that change management remains difficult to maintain without the involvement of change leadership. Van Dam, Oreg, and Schyns (2008) argued that there were also negative views regarding the relationship between change leadership and change management in the literature. For example, in their studies about analyzing the relationship among different variables such as leadership and change, Santhidran, Borromeo and Chandran (2010) reported that there is no direct relationship between leadership and change management. Despite the findings and positions taken by these authors, the findings from the UAE governmental enterprise indicate that in the UAE context, there is a positive relationship between change leadership and change management. 
This implies that similar to the arguments of Hudescu and Ilies (2011) and Luscher and Lewis (2008) that positive relationship exists between change leadership and change management. Significant and positive relationship identified in the UAE governmental enterprise suggest that this hypothesis may be universal and not influenced by cultural or environmental factors. It can be inferred that this research accepts the first hypothesis and premise that positive relationship between these two variables and the interactions between them ought to be taken seriously in view of organizational change management. 
The second hypothesis which is, “the HR practices will mediate the relationship between change leadership and change management”, is also fully supported in the research findings, and through the testing conducted. This implies that the acceptance of the first hypothesis potentially influences the relationship between the two variables, change leadership and change management even with the mediating influence of HR practices. As noticed in Table 4.9, both first and second hypotheses are fully supported from the data generated from the UAE context.   
It also implies that, the findings in UAE context aligns with what the literature reveals. In chapter two, existing literature justifies that a positive relationship between change leadership and change management (see Section 2.4.1) exists. Therefore, a positive relationship is possible when HR practices mediate the relationship between change leadership and change management in the UAE and in any organization regardless of public or private enterprise. This hypothesis indicate that the role of HR practices is significant in any organization as identified in this research and others prior to it. As explained by Hartnell et al. (2011), change management requires different change strategies that draw on power, manipulation, consultation, participation, and persuasion, strategies that indicate that change leadership also requires the input of HR practices. The evidence in the literature on change management and that of the research results supports a positive relationship between change leadership and change management through the mediating role of HR practices.
However, careful consideration of the literature tends to emphasize the role of HR practices and its involvement in change management over that of change leadership. Such involvement enables an organization to overcome individual resistance to change (Smith, 2013) by using HR tools and measures to motivate employees (Mavondo et al., 2005) or facilitate the implementation of change (Paton and McCalman, 2000). This could not be done unless HR managers or change champions provide suitable practices to ease the implementation of change (Ullah, 2012). Based on this outcome, the role of HR practices and/or change leadership is further emphasized as expressed through the hypothesis. It is therefore acceptable within the UAE context that HR practices ought to mediate the relationship between change leadership and change management in order to achieve a positive relationship and outcome for the change process.
The third hypothesis mentioned in the literature (see Section 2.4.3) and tested through the research inquiry states that “there will be a positive relationship between organizational culture dimensions (i.e.  the clan culture, the adhocracy culture and the hierarchical culture) and change management”. As noticed in Table 4.9, the hypothesis is also fully supported within the UAE context. Verifying or testing this hypothesis in the inquiry process shows that a positive relationship between organizational culture dimensions i.e. clan culture and change management also exist in the governmental enterprise in the UAE. 
Identifying a positive relationship between these three variables served as pointers to the possible outcomes from testing the other culture dimensions such as adhocracy and hierarchical cultures. After the rigorous analysis process conducted and explained in this chapter, a positive relationship between organizational adhocracy culture and change management were also identified. Similar positive relationship between organizational hierarchical culture and change management was also identified after testing hypothesis three. 
The implication of this findings reveals that the nature of relationship between organizational culture dimensions and change management in UAE is consistent and similar to those identified in the literature. It is worth mentioning that despite the strong societal culture in a country such as the UAE, the findings for hypothesis three reveal a consistent premise as discovered from existing literature and outcomes of similar inquiries in this field. As a result, and as identified in literature, organizational culture has high tendency to enhance change process, and facilitate organization assessment (Farkas, 2013). 
While organization change could trigger a negative atmosphere within the organization (Smollan and Sayers, 2009), the findings for hypothesis three strongly suggest that organizational culture i.e. clan, adhocracy and hierarchical can facilitate change management when positive relationship is created. But for this to happen, the result and explanations in chapter two emphasizes the need to create or facilitate an atmosphere that encourages positive relationship between the two variables.
Furthermore, this result further emphasizes the position taken by Luu and Rowley (2016) that there is a need to implement a process in which there is better understanding of organizational culture, maintenance of it, and facilitation of change process. As observed in Table 4.9, a positive relationship between organizational culture dimension and change management is fully supported and exists in UAE governmental enterprises. This specific finding is a contribution to knowledge that emphasizes the dynamic and influence of organizational culture on change management regardless of the sector or industry.
However, the outcomes for hypothesis four present a peculiar perspective on the nature of relationships that may exist between organizational culture and change management if HR practices are involved. The fourth hypothesis, “the HR practices will mediate the relationship between organizational culture dimension (i.e. the clan culture, the adhocracy culture and the hierarchical culture) and change management generated varied outcomes. Testing this hypothesis generated three varied outcomes as noticed in Table 4.9. 
For instance, H4a shows that “the HR practices mediate the relationships between the clan organizational culture and change management”. This hypothesis is rejected in the UAE governmental enterprise, while H4b, “the HR practices mediate the relationships between the adhocracy organizational culture and change management” is fully supported. H4c which is, “the HR practices mediate the relationships between the hierarchical organizational culture and change management” is partially supported. The varied outcomes for hypothesis four indicate that organizational culture dimensions ought to be carefully understood and examined in view of change management. 
Generally speaking, HR practices make efforts to attract and recruit people with diverse personalities, who will enable the organization’s culture to evolve and change (Gardner, Reithel, Foley, Cogliser, and Walumbwa, 2009) by drawing on support of change leadership (Farkas, 2013). As noticed in Table 4.9, the three main outcomes based on the organizational culture type resulted in different outcomes. The mediating role of HR practices in the relationship between clan organizational culture and change management is rejected, even though positive relationship between the two variables exist without the HR practices as noticed in hypothesis 3. 
Even though Carlström and Ekman (2012) argued that organizational culture is grounded in a set of values, beliefs, and behaviors, among other factors, which influence performance, change, and employees. It can be observed that this is not the case when HR practices mediate the relationship between clan organizational culture and change management in the UAE governmental enterprises. However, the argument of Carlström and Ekman (2012) were more aligned with the outcomes of H4b, and in part with the outcomes of H4c. The outcomes of these two hypotheses indicate that whether in part or in full, HR practices mediate the relationships between adhocracy (fully) and hierarchical (partially) organizational culture and change management. 
Oney-Yazıcı, Giritli, and Acar (2007) explained that adhocracy culture was found to be significant in organizations that exist in other parts of the world, and this was also discovered in the UAE governmental enterprise. This is feasible especially through the mediating role of HR practices in the relationships between adhocracy organizational culture and change management. The fourth hypothesis also revealed partial support for HR practices; mediate the relationships between hierarchical organizational culture and change management. 
Given this outcome, it is evident that HR practices play a mediatory and positive role between adhocracy organizational culture and change management, as well as between hierarchical organizational culture and change management. A fully supported positive relationship between adhocracy organizational culture and change management affirms the need to better utilize adhocracy organizational culture for the purpose of successful change management. But a partially supported positive relationship between hierarchical organizational culture and change management. 
In comparison, hypotheses three and four present peculiar outcomes that make major contributions to knowledge. As noticed from the findings for hypothesis three, the hypothesis is fully supported, indicating that positive relationship between organizational culture dimensions (clan, adhocracy and hierarchical cultures) and change management. However, hypothesis four presents a peculiar dimension to the interactions between organizational culture dimensions and change management, in that the mediating role of HR practices alter the nature of relationships between these variables as revealed in the UAE context. It can be inferred from these outcomes that while positive relationship between organizational culture dimensions and change management exists and fully supported, HR practices alter the dynamics for each dimension in the UAE governmental enterprises. Therefore, it is important to consider each organizational culture dimension carefully, in relation to change that is required and HR practices that an organization possess.
The last hypothesis, states that, “there will be a positive relationship between organizational culture dimensions; the clan, the adhocracy and the hierarchical, and the change leadership”. This hypothesis is fully supported through the research investigation conducted. Again, through this hypothesis, the importance and role of change leadership is emphasized as seen in hypothesis one, where the significance of change leadership have been discussed. While the importance of change is stressed in literature (LePine, 2005), it is also key to understand the nature and type of organizational culture that exists in order to achieve successful change and sustain change (Luu and Rowley, 2016). 
As noted in Section 2.4.5, the literature did not differentiate between which organizational culture type has a positive relationship on change leadership, just that a positive relationship exists between organizational culture and change leadership. The results of a positive relationship between hierarchical culture and change leadership support the findings of Bin Zahari and Shurbagi (2012). In their study, the hierarchical culture of the National Oil Corporation of Libya exists when leaders (change agents) are involved in the process of understanding the organizational culture. Still, understanding of other types of cultures that exist in organizations such as those in this study remains difficult (Duygulu and Özeren, 2009) despite the findings in this hypothesis.
However, the test conducted through CFA and SEM indicates that a positive relationship exists between hierarchical culture and change leadership but not between other organizational culture types and change leadership. Table 4.9 reveals that four hypotheses is fully supported and accepted, but hypothesis 4 has results that may have been influenced by the UAE environment. The varied impacts of HR practices show that ability to generate a positive relationship between organizational culture and change management is subjective. The factors that influence this subjectivity is unclear from this research and identifying such exceed the scope of this research. But it is clear that certain construct has positive impact of change management and are worthy of being emphasized for the purpose of future research and enhancing organizational change management. 
As a result, it appears that HR practices have subjective influence on change management, change leadership and organizational culture. Therefore, the result for testing the five hypotheses and findings in Table 4.9 can be summarized as follows:
1) There is a positive relationship between change leadership and change management.
2) HR practices mediate the relationship between change leadership and change management.
3) There is a positive relationship between organizational clan, adhocracy, and hierarchical cultures and change management
4) HR practices mediate the relationships between the adhocracy organizational culture and change management
5) HR practices partially mediate the relationships between the hierarchical organizational culture and change management
6) There is positive relationship between organizational clan, adhocracy and hierarchical cultures and change leadership
These six outcomes generated from the five hypotheses set out to be tested in this research shows that specific consideration need to be given to impact and mediating role of HR practices. Thus, while the positive relationship between change leadership, organizational culture and change management is indicated from the findings, the role of HR practices appears to be consequent and may lead to rejection, or full and partial support. Based on the six outcomes generated from the results of the five hypotheses, the research questions are answered. It can be inferred that:  
RQ1: What are the factors that influence organizational change management in governmental enterprises in the UAE? The answer to RQ1, as derived from the six outcomes above, is that change leadership and organizational culture (clan, adhocracy, hierarchical) are factors that have strong influence on organizational change management. However, HR practices also influences change management to mediate a positive relationship between change leadership and change management.
[bookmark: _Hlk480883379]RQ2: What are the relationships that exist between factors that influence change management in governmental enterprises in the UAE? The answer to this question from the outcomes generated from the hypotheses testing is that several relationships exist to influence change management in UAE governmental enterprises. First, a positive relationship exists between change leadership and change management. Secondly, a positive relationship exists between change leadership and change management through HR practices. Third, a positive relationship exists between clan, adhocracy and hierarchical organizational cultures and change management. A positive relationship also exists between organizational cultures (clan, adhocracy and hierarchical) and change leadership, and specifically between adhocracy organizational culture and change management when HR practices mediate. In addition to this, a partially positive relationship between hierarchical organizational culture and change management exists when HR practices mediates. Thus, while three strong relationships exist directly between change leadership, organizational culture and change management, a varied relationship which is a positive relationship between hierarchical organizational culture and change management is partially supported. 
RQ3: What role does each factor play in change management in governmental enterprises in the UAE? The answer to this question reveals that only HR practices play a mediating role in facilitating a positive relationship between change leadership and change management. Also, HR practices mediate a positive relationship between adhocracy organizational culture and change management, as well as a partial positive relationship between hierarchical organizational culture and change management.
Therefore, all research questions have been answered, but the implications of the tested and supported hypotheses and the answered research questions are discussed in the Conclusion chapter.
[bookmark: _Toc482610011]4.5 Summary of chapter
This chapter has presented the results from testing the hypotheses derived from examining the literature on the research objectives and research questions. The sections in this chapter have shown that, despite using different testing tools, the results from testing the hypotheses have revealed the ones supported by the data collected from governmental enterprises in the UAE. The result has indicated that six outcomes are derived from the five hypotheses stated in chapter two. Although four hypotheses are fully supported, one is rejected. An aspect of the fourth hypothesis seem to have generated varied outcomes, which indicate that HR practices have positive relationships between adhocracy organizational culture and change management that is fully supported. The mediating role of HR practices on the relationship between hierarchical organizational culture and change management is partially supported. But the mediating role of HR practices between clan organizational culture and change management is rejected. Therefore, hypothesis 2 is accepted as derived from the literature, whereas the four remaining hypotheses are new additions to knowledge and are specific findings for the UAE. The next chapter concludes and discusses the implications of the findings and research aim.



[bookmark: _Toc482610012]Chapter 5
[bookmark: _Toc482610013]Conclusions, implications, limitations and theoretical contributions
[bookmark: _Toc482610014]5.1 main Conclusions
This chapter concludes the research investigation into factors that influence change management in UAE governmental enterprises. This chapter is divided into sections that discuss the main findings of this research, research limitations, contributions, recommendations, and overall research conclusions. This chapter discusses the extent to which the research aim and objectives have been achieved. Chapter 4 shows that hypotheses derived from factors that influence change management have positive relationships, but only one of the five hypotheses derived from the literature review was either fully supported or partial supported. In terms of the main findings from the research investigation, the research set out to achieve an aim and three objectives which have now been fulfilled.
As stated in Chapter one, the research aims “to identify and critically assess the factors that influence change management in order to examine the nature of relationships required for successful change management in governmental enterprises in the UAE.” Given the specific focus of this research as indicated in its aim, the investigation process identified factors that were responsible for emergent change or planned change in any organization through the three objectives derived from the research aim.
Objective one was “to identify factors that influence organizational change management from the literature.” The findings for this objective led to the identification of factors such as change leadership, organizational culture and HR practices as the main factors that influence change management. Although change leadership had been identified in the literature as a key factor that facilitates change management, the literature review led to the discovery that organizational culture has three types that may influence change in different ways. Clan, adhocracy, and hierarchical organizational cultures were identified as organizational types that may exist in any organization, regardless of being governmental or private. This understanding and discovery helped with the primary data collection and in narrowing down the specific constructs that needed to be tested in order to determine what is most applicable in the UAE context.
Objective two was “to critically assess the relationships between factors identified and organizational change.” The main findings for this objective revealed that relationships exist between factors identified in the literature. According to the literature review, five hypotheses were identified from the literature review, but after testing these hypotheses from the data collected in the UAE, six outcomes were generated further exposing areas of major contribution to knowledge.  The major findings for this objective therefore emphasizes that positive relationships exist between constructs such as change leadership, organizational culture and change management for planned or emergent change. Understanding the importance of this positive relationship and the need to facilitate them effectively for the purpose of change management is important beyond just identifying the relationship. Further investigation into this objective also indicate that HR practices play a mediating role, but only between change leadership and change management, and between adhocracy organizational culture and change management. 
Objective three was “to examine the extent to which each factor influences organizational change in governmental enterprises in the UAE.” The tested hypotheses show that the positive relationships identified and tested in the UAE context play significant roles in change management. As outlined in Table 4.9, the test and analysis indicate that a positive relationship between change leadership and change management exists, and the HR practices also mediates the relationship between change leadership and change management. It can then be inferred that change management in the UAE is driven by change leadership, and the mediating role of HR practices. In summary, both change leadership and HR practices are crucial in this context for facilitating change process, and organizational change management more prone to be successful. 
Similarly, positive relationship between organizational culture dimensions and change management, and positive relationship between organizational culture dimensions and change leadership. HR practices were also identified to have a mediating relationship between adhocracy organizational culture and change management. But while the literature review indicate that HR practices mediate the relationships between organizational culture and change management, the result for testing the hypothesis within the UAE governmental enterprises indicate that it is not possible where clan organizational culture exists. Rather, partially supported as HR practices mediating the relationships between hierarchical organizational culture and change management, and fully supported where adhocracy organizational culture exists. 
Although only H4a hypothesis was rejected where clan culture exists, and revealed partial support in the case of hierarchical organizational culture, other hypotheses were fully supported and accepted. This indicate that it is important to understand the dynamics that operate between each variable or constructs, and the nature of relationships that may result from the interactions of specific constructs, and in view of successful change management. Emphasis have been placed on these constructs, the relationships and the extent to which each is supported or rejected because of the need for better understanding especially in the UAE context. It is also important for determining how to utilize the constructs and facilitate the relationships that may lead to successful change management. 
The main findings from the research inquiry have no doubt contributed to knowledge by clarifying the types of organizational culture and the mediating role HR plays in ensuring positive relationships between change leadership and change management. However, limitations exist, and both limitations and implications of the results are discussed in the following sections. This study has been conducted by following a different, but complementary process by undertaking tasks or activities that led to its successful completion. Although not without its challenges, the outcomes have indicated that there is room for improvement in organizations when attempting to implement change. The study was conducted in eight public sector service organizations spread over five emirates of the UAE.
The findings of the study suggest that the direct impact of change leadership on change management (that is, the emergent and planned change) is positive and significant. However, change leadership has a more positive and significant indirect impact on the emergent change than on planned change in the UAE organizations. Furthermore, the study also suggests that hierarchical culture (not the clan and adhocracy cultures) has a positive and significant total and direct impact on managing both planned and emergent changes. Hence, it may be said that change-oriented leadership with a hierarchical culture positively and significantly impacts change management in public sector service organizations in the UAE. 
Further to this, positive relationship between change leadership and change management, and positive relationship between organizational culture dimensions and change management were all fully supported. Positive relationship between organizational culture dimensions and change leadership was also fully supported. The mediating role of HR practices in maintaining relationship between change leadership and change management, and relationships between the adhocracy organizational culture and change management were also supported. Acknowledging the positive relationships that exist and the mediating role of HR practices is key to facilitating organizational change management in any organization especially in UAE governmental enterprises. 
[bookmark: _Toc482610015]5.2 implications
In terms of implications, this study has invaluable implications for the management of change in public sector organizations or governmental enterprises in the UAE. 
The findings suggest that the success of change management programs is significantly influenced by change leadership and adhocracy organizational culture. The role of HR practices is also identified to be significant as a mediator to ensure positive relationships between change leadership and change management are formed for the success of change management. In addition, HR practices also mediate the relationships between hierarchical organizational culture and change management though supported partially. 
In the context of the UAE, the study further suggests that, for change to happen, the organization should have a adhocracy culture in place, rather than a clan culture. The invaluable role of adhocracy culture in effecting change in Middle Eastern organizations provides significant and new insights into the research literature on organizational culture vis-à-vis change management issues and challenges in these organizations. It may also be inferred that organizations that possess hierarchical organizational culture may do well to monitor and use effective HR practices to mediate the relationship that can contribute to successful change management. This contribution to knowledge is worth examining and highlighting in future research in this area.
[bookmark: _Toc482610016]5.3 limitations
It is common knowledge that no scientific enquiry is limitation free, and this study is no exception. This study selected organizational level variables (that is, leadership, organizational culture, and change management) and was conducted across different public sector service organizations or governmental enterprises only. The research scope is therefore limited to the public sector, and it is possible that the outcome(s) for the private sector would differ considerably from the results achieved in this research.
Also, limitation exists in the sample size, because although it is significant, it reflects the views of the research participants, which may differ from the organizational vision, values, and target goals. Although this is not to dispute the credibility of the research results, it is to acknowledge that there may have been personal views presented by some research participants. However, given that the data have been analyzed with different analysis methods and the philosophical stance that reflects objectivity of inquiry processes has been explained, most personal views have been refuted.
Thus, the potential for personal views overwhelming the research outcomes has been prevented and managed through certain procedures in order to achieve an objective data analysis process. Thus, this limitation has been managed, but it is nonetheless acknowledged so that future research on change management may include individual and group level variables along with organizational level variables. Future research should be designed as a comparative study across private and public sector service organizations for a process that may prevent the limitations that may result from sample size and data quality.
[bookmark: _Toc482610017]5.4 theoretical contributions for future research
As briefly noted in the previous section, this research has made contributions to knowledge. The core benefit is that it provides the UAE government or public sector organizations with fundamental information for effecting change and leading successful change programs. The factors identified in this research are ones that already exist in UAE governmental enterprises and, thus, are worth highlighting and utilizing as guidelines for future implementation of change programs. Contributions, as mentioned here, relate to the research’s direct contribution to practice because the research findings provide guidance for change agents and organizations who are part of, or committed to, change programs in the UAE.
Similarly, the information provided by this research through the research findings is a small but useful one in the body of knowledge in the field of change management. Although the literature reviewed in Chapter 2 has confirmed that research abounds in this field, none has approached change management from the dimension taken in this research nor have UAE governmental enterprises been used as a case study in the subject area. Therefore, this is a major contribution to knowledge in change management, in the Gulf region on change process, and ultimately, for the UAE, which continues to embark on several change programs.
Above all, the main contribution made by this research is to provide potential solutions for the problem statement for this research (see Section 1.3). Although bad leadership had been identified as one of the problems with change management (Beaman and Guy, 2005), one of the findings has clarified that there needs to be a positive relationship between change leadership and change management. Another tested hypothesis that relates to leadership indicates that there must be a positive relationship between clan, adhocracy and hierarchical organizational culture and change leadership. Regardless of the contributions and the successful completion of this research, recommendations are needed, which are outlined in the next paragraphs.
The research findings and investigation informs recommendations for future research in change management, especially in the UAE or countries with similar systems or organizational structures, widens the scope of inquiry to include public and private sector organizations. It will benefit the academic field of change management to explore whether the natures of relationships between factors identified in this research are similar or different. A comparison of sector or types of organization is likely to provide more in-depth knowledge of the study area and, thereby, expand views and theoretical explanations in this field.
It is also recommended, based on the research outcomes and inquiry process, that future research in this field ought to consider limitations of the factors identified, that is, change leadership, organizational culture dimensions, and change management. Perhaps identification of any factor that may possess a negative relationship and conditions that lead to negative relationships will be pivotal to understanding what to avoid and how to prevent such relationships in change management or during the implementation of change programs. However, other recommendations for future research may take clues from those mentioned in this section.
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	Survey of Change Management



The purpose of this study is to examine factors that affect change management in UAE governmental organizations. The survey is expected to take approximately 6 minutes to complete. The results from this study will be used for a DBA thesis and journal articles. A summary of results using this questionnaire data will be available at Abu Dhabi University. Only the student and the research supervisor will have access to the survey you are asked to complete.
No participant will be identified in the research and all data will be anonymous and confidential. We appreciate your participation in the survey. If you have any further questions regarding this survey, please contact the student researcher; the contact details provided below.

Researcher



























	Demographic Questions

	

	1
	What is your group Age Group?
1. 30 or less
1. 31-40
1. 41-50
1. 50 & Above
	

	2.
	 What is your Gender? 
1. Female
 2. Male
	

	3.
	What is your Education level?
1. High School Graduate or less 
2. Diploma 
3. Bachelor Degree 
4. Master Degree & above
	

	4.
	 What is your current position?  
1. General Manager  
2. Deputy General Manager 
3. Manager Department 
4. Head of Section 
5. Other 
	

	5.
	The Current position of my Work is:
1. 0-1 years 
1. 2-3 years
1. 4-6 years
1. 7 years & above 

	

	6.
	My Department or Unit is
1. Information Technology Systems 
1. Finance Department 
1. Human Resource Department 
1. Administrator Service Department 
1. Promotion & Investments Department 
1. Commercial Services Department 
1. Excellence & Strategic Department 
1. Other
	









Please complete the following questionnaire with specific regard to the 
above enquiry, by placing a (√) in the appropriate box
Part1: Culture Assessment 

	
	1. Strongly Disagree
	1. Disagree
	1. Neutral
	1. Agree
	1. Strongly Agree

	7
	The company provides a very friendly place to share things with others like a family. 
	
	
	
	
	

	8
	The working environment is open and harmonious in my organization, as the workers highly support and believe in one another. 
	
	
	
	
	

	9
	The working attitude held by loyalty and tradition 
	
	
	
	
	

	10
	My organization places a premium on teamwork, participation, and consensus
	
	
	
	
	

	11
	My organization is extremely formalized and structured, and manages its workers’ tasks based on certain procedures. 
	
	
	
	
	

	12
	The organization’s long-term emphasis is on growth and acquiring new resources.
	
	
	
	
	

	13
	The glue that holds the organization together is commitment to experimentation and innovation
	
	
	
	
	

	14
	My organization encourages individual initiative and freedom.
	
	
	
	
	

	15
	The organization values each employees creativity and respects each employees uniqueness.
	
	
	
	
	

	16
	The organization possesses a high level of support and trust, tolerates risks and mistakes
	
	
	
	
	

	17
	Formal rules and policies hold the organization together
	
	
	
	
	

	18
	Procedures govern what we do here.
	
	
	
	
	












Please complete the following questionnaire with specific regard to the 
above enquiry, by placing a (√) in the appropriate box
Part2: Leadership Assessment
	
Related to the specific change being studied, my leader . . .
	1. Strongly Disagree
	1. Disagree
	1. Neutral
	1. Agree
	1. Strongly Agree

	19.
	Developed a clear vision for what was going to be achieved
by our work unit.
	
	
	
	
	

	20.
	Made it clear up front to those in our unit why the change was necessary.
	
	
	
	
	

	21
	Made a case for the urgency of this change prior to implementation.
	
	
	
	
	

	22
	Built a broad coalition up front to support the change.
	
	
	
	
	

	23
	Empowered people to implement the change.
	
	
	
	
	

	24
	Carefully monitored and communicated progress of the
change implementation.
	
	
	
	
	

	25
	Gave individual attention to those who had trouble with the
change implementation.
	
	
	
	
	



Please complete the following questionnaire with specific regard to the 
above enquiry, by placing a (√) in the appropriate box
Part3: HR Practices 
	
	1. Strongly Disagree
	1. Disagree
	1. Neutral
	1. Agree
	1. Strongly Agree

	26
	In the selection of new employees, my company often uses employment tests (e.g. knowledge test, personality tests, language tests, etc.)
	
	
	
	
	

	27
	In the hiring process, potential employees are often provided with a realistic picture of the job including the negative aspects.
	
	
	
	
	

	28
	My company conducts structured and standardized interviews (as opposed to unstructured interviews) for selection of jobs.
	
	
	
	
	

	29
	There are formal training courses to teach new employees the skills they need to perform their jobs.
	
	
	
	
	

	30
	My company conducts systematic analysis to determine the needs for training programs.
	
	
	
	
	

	31
	My company assess the effectiveness of the training programs by the degree of service behaviour have been improved.
	
	
	
	
	

	32
	My company evaluates the training programs to determine whether the training objectives are met.
	
	
	
	
	

	33
	Job performance of an individual is very important in determining the earning of employees in my company.  
	
	
	
	
	

	34
	My company has elaborate/comprehensive flexible benefits scheme.
	
	
	
	
	

	35
	My company constantly reviews and updates the range of benefits to meet the needs of employees
	
	
	
	
	

	36
	Employees are allowed to make decisions in their job 
	
	
	
	
	

	37
	Employees are often asked by their supervisor to participate in decisions 
	
	
	
	
	

	38
	Superiors keep open communications with employees in their job. 
	
	
	
	
	

	39
	The superior will normally discuss the performance of his/her subordinates with them 
	
	
	
	
	

	40
	Performance appraisal includes the supervisor sitting objectives and goals of subordinates for the period of head in consultation with them
	
	
	
	
	

	41
	Human Resource Department is an integral part of my company’s strategic planning process  
	
	
	
	
	

	42
	The formulation and implementation of human resource activities are in line with overall corporate strategy 
	
	
	
	
	

	43
	the Human Resource Department in my company has an explicit statement of its mission and goals
	
	
	
	
	

	44
	The Human Resource Management function is accorded an important role in my company
	
	
	
	
	

	45
	The Human Resource Department in my company has as much say in corporate matters as other departments such as Finance. Marketing. Production, etc
	
	
	
	
	

	46
	All human resource activities in my company (selection, training, compensation, appraisal, and employee relations) are fully integrated with one another,
	
	
	
	
	









Please complete the following questionnaire with specific regard to the 
above enquiry, by placing a (√) in the appropriate box
Part4: The Implementation Of Organizational Change 
	
	1. Strongly Disagree
	1. Disagree
	1. Neutral
	1. Agree
	1. Strongly Agree

	47
	Any kind of change Emanates from senior management in my organization. 
	
	
	
	
	

	48
	Occurs through company-wide change programs
	
	
	
	
	

	49
	Occurs through changing individual knowledge and attitude  
	
	
	
	
	

	50
	Occurs in an unplanned fashion.
	
	
	
	
	

	51
	Occurs through a systematic process of well-managed events
	
	
	
	
	

	52
	Is monitored through regular progress survey
	
	
	
	
	

	53
	Occurs through continually learning about the environment
	
	
	
	
	

	54
	Occurs by encouraging employees to understand and adapt to changing circumstances in our environment
	
	
	
	
	

	55
	Is part of an ongoing process of adapting to our environment
	
	
	
	
	

	56
	Is a slow process which emerges over time.
	
	
	
	
	

	57
	Is about matching the organizations’ capabilities to the business environment
	
	
	
	
	





Change Momentum


'Planned'
Large change
Slow change


'Big Bang'
Large change
Fast change


'Smooth'
Small change
Slow change


'Bumpy'
Small change
Fast change 













Step 1: Specify information to investigate


Step 2: Determine the types of questionnaire & methods for administration


Step 3: Content of individual items


Step 4: Determine form of response


Step 5: Determine wording of each question 


Step 6: Determine sequence of questions


Step 7: Determine layout & physical characteristics of the questionnaire


Step 8: Re-examine steps 1–7 and revise necessary sections


Step 9: Present the questionnaire 













Define the target population


Determine the sample size 


Collect the data from the sample 


Identify the sampling frame


Select a sampling method
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