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ABSTRACT

The purpose of the study was to explore the influence of strategic change management implementation on
employee performance in the state department of correctional services in Kenya. The study was guided by the
following objectives; to establish the influence of vision and strategy, communication, transformative leadership
and organizational culture on employee Performance in the state department of correctional services in Kenya.
The study adopted a descriptive survey research design on a target population of 873. Simple random sampling
technique was used to select the sample of 238 respondents from the KPS and DPAS. Both quantitative and
qualitative data was analyzed. The study used a standard questionnaire to obtain data from respondents.
Validity of the data collection instruments was ascertained using pilot studies and expert opinion while reliability
was ascertained by use of test-retest method where Cronbach’s Alpha coefficient was computed. Statistically
quantitative data was analysed using both descriptive and inferential statistics with the aid of the Statistical
Product and Service Solutions (SPSS) software (formerly known as the Statistical Package for the Social Science)
and all statistical procedures were performed within 95% confidence interval. Study findings revealed a
statistically significant relationship between vision and strategy and employee performance in the state
department of correctional services, a significant relationship between communication and employee
performance, a significant relationship between transformative leadership and employee performance and a
significant relationship between organizational culture and employee performance in the SDCS. Findings of this
study bridged the gap in knowledge with regard to the contribution of strategic change implementation and
employee performance in the SDCS and beyond.

Key Words: Vision and Strategy, Communication, Transformative Leadership, Organizational Culture, Employee
Performance

- 1011 - | The Strategic Journal of Business & Change Management. ISSN 2312-9492(Online) 2414-8970(Print). www.strategicjournals.com



INTRODUCTION

Change can ideally be defined as doing things
differently with a view of improving on a situation or
making it much better. Change in an organisation
creates the conditions for predictive quality strategy,
performance and economic effectiveness, enables
of the
transformation, and helps people adapt more quickly
(Zgodavova, Kisela, & Sutoova, 2016). Lichtenthaler
(2016) portends that change calls for the renewal of a

minimisation of the negative impacts

firm’s strategies and processes. Change is the only
constant as it keeps occurring, its consequences
unforeseen and not really subject to control or
accurate prediction (Denton, 2012).

Organisational change is a process by which an
organisational entity alters its form, state, or function
over time as it strides to leverage on its strengths and
weaknesses in order to gain competitive advantage
(Reissner, 2011; Rezvani, Dehkordi, & Shamsollahi,
2012). Jaynes (2015) argues that strategy is often
employed as a body of language and set of analytical
tools to frame organizational change thus it is a
natural and inevitable aspect of organizational life.

A study by Ng’ong’a and Alang’o (2015) established
that organizations are characterized by high levels of
turbulence which changes with political, economic,
social, technology, environmental, and legal factors
that present opportunities, threats, and constraints
which are external influences to be dealt with in
order for the organization to survive, grow, or die.
Firms face the paradox of simultaneously needing
change to maintain their competitive position and
stability, and to try to control uncertainty because
both aspects are essential for the firm’s effectiveness
(Farjoun, 2010; Klarner & Raisch, 2013).

On the global scale, a paradigm shift in change
management has been widely embraced as
organizations both in the public and private sectors
inculcate best practices in governance. According to
Parlalis (2011) a radical change that gave rise to

greater accountability, transparency, human rights

and public participation occurred in public services
from the 1980s due to the inability of the government
to respond to the social and economic changes and to
deliver policy appropriate to the existing conditions.
The Balanced Scorecard framework that focuses on
the use of formal steps such as developing change
themes and results, setting change objectives,
developing lead and lag performance measures for
measuring strategic objectives has been suggested as
an approach to track the progress of change
initiatives (Jayashree & Hussain, 2011; Bacala, 2014).

According to Dominguez, Galdn-Gonzdlez, and
Barroso (2015) strategic change is a dynamic process
that occurs within an organization in response to the
managers’ interpretation of multiple events that are
both external and internal all which have a wide
variety of decision-making capabilities and influences
on an organization. Strategic change is defined as
“changes in the content of a firm's strategy as defined
by its scope, resource deployments, competitive
advantages, and synergy" (Hofer & Schendel 1978 as
cited in Naghibi & Baban, 2011). Elsewhere, strategic
change has been defined as the change in decisions
about products and markets in response to dramatic
environmental shifts (Boeker, 1997 as cited in Wang
& Wang, 2017).

According to Manning (2012) strategy
implementation is of particular concern to those
managing change in the Public sector in the UK and
its success is hinged on strategic thinking, leadership,
task management, relationships and resources.
Hughes (2011) observes that strategic plans are tools
Public Service organizations in the UK employ to
provide accessible information about change in order
to stimulate transformation by citizens and
businesses. Findings by of a study by Omondi, Ombui
and Mungatu (2013) showed that policy regulations,
management competencies and resource allocation
determine successful implementation of strategic
change. This is in congruent with findings by Rusly,

Corner and Sun (2012) that knowledge management
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with a clear vision addressing psychological and
structural issues and aligned to business strategy is an
imperative for success in change implementation.

Employee performance signifies individual’'s work
achievement after exerting required effort on the job
which is associated through getting a meaningful
engaged profile, and
colleagues/employers

work, compassionate
(Karakas, 2010).

Tinofirei (2011) defined Employee Performance as the

around

successful completion of tasks by a selected individual
or individuals, as set and measured by a supervisor or
organisation, to pre-defined acceptable standards
while efficiently and effectively utilising available
resources within a changing environment. Studies
(Abbas, Muzaffar, Mahmood, Ramzan, & Rizvi, 2014;
Kute & Upadhyay, 2014) found a positive relationship
on change management factors and employee
performance.

Statement of the Problem
Correctional Services have years on end grappled
with the problem of repeat offenders the world over
which situation is not any different in Kenya. In a
study by Owila (2015) between 2000 and 2003, 75%
of the 1.3 million convicted prisoners were repeat
offenders or recidivists. Similarly, in July 2004, 55% of
the 240,000 inmates were repeat offenders. A study
by Onyango (2013) recidivism portends an enormous
threat to public safety by way of increased crime and
soaring prison populations that push up the cost of
prisoners’ maintenance beyond what the economy
can support. According to UNODC (2013) the SDCS in
Kenya has embraced a cocktail of strategic changes in
form, structure and processes in a deliberate effort to
adjust to the challenge of recidivism that are all
anchored in Kenya’s Vision 2030 and The New
Constitution of Kenya promulgated in 2010. These
strategic changes in the justice sector target among
others areas like an integrated support for
rehabilitation, classification of offenders and the
interventions and

individualization of capacity

building that has been the missing link in employee
performance improvement. According to Gatotoh,
(2011)
Correctional programs from punitive approaches to

Omulema, and Nassiuma changes in
behaviour change have often been slow and subtle
leading to penal facilities becoming training grounds
for inmates to become hardened criminals. Findings
in a study by Kiplangat, Shisia, and Kiilu (2015)
concluded that changes initiated in the Correctional
institutions have not been effective owing to impacts
of organizational culture, managerial behavior, power
and politics, and recommended that change
management implementation strategies need to be
properly and adequately managed to successfully
reap the benefits of change in employee
performance. It was therefore increasingly critical for
the manifest inordinate gap between what is done by
practitioners in the Correctional Service who are
ideally change agents on one hand and what they are
supposed to know and do on the other hand, in order
for them to achieve total success in performance be

extensively investigated.

Objectives of the Study

The general objective of this study was to explore the

influence of strategic change implementation on

employee performance in State Department for

Correctional Services in Kenya. The specific Objectives

were:-

= To establish the influence of vision and strategy
on employee performance in State Department
for Correctional Services in Kenya

= To examine the influence of communication on
employee performance in State Department for
Correctional Services in Kenya

= To establish the influence of transformative
leadership on employee performance in State
Department for Correctional Services in Kenya

= To ascertain the role of organizational culture in
employee performance in State Department for
Correctional Services in Kenya
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Research Hypotheses
" H01:
significant influence on employee performance in

Vision and strategy does not have a

State Department for Correctional Services in
Kenya

=  HO,: Communication does not have a significant
influence on employee performance in State
Department for Correctional Services in Kenya

=  HO;: Transformative Leadership does not have a
significant influence on employee performance in
State Department for Correctional Services in
Kenya

=  HO,:
significant influence on employee performance in

Organizational Culture does not have a

State Department for Correctional Services in
Kenya.

LITERATURE REVIEW

Theoretical Review

Stakeholder Theory

Richard Edward Freeman is heavily credited as one of
the forefathers of the stakeholder theory. Freeman
(1984) initially defined a stakeholder as any group or
individual who can affect or is affected by the
achievement of the organization’s objectives and
later as “those groups who are vital to the survival
and success of the corporation” (Freeman, 2004).
Friedman (2006) went further and enumerated the
main groups of stakeholders as including customers,
employees, local communities, suppliers and
distributors, and shareholders. On the other hand,
Preston and Sapieca (1990) alluded to customers,
employees, managers, and the general public being
categorized as stakeholders by Johnson and Johnson
in 1947.

Organizational Development Theory

OD (Child, 2005; Cacioppe & Edwards, 2005;
Beckhard, 1969) refers to a deliberately planned,
organisation-wide effort to increase an organization’s

effectiveness and/or to enable an organisation to
achieve its strategic goals. The concept formally
emerged in the 1950s, encompasses both the theory
and practice of planned, systemic change in the
attitudes,
through

beliefs and behaviour of employees

long-term training programmes often
described as action-oriented and is generally credited
to psychologist Kurt Lewin.

French and Bell (1973) define OD as a long-range
effort to improve an organization's problem-solving
and renewal processes through a more effective and
collaborative management of the culture of formal
work teams with the assistance of a change agent, or
catalyst, and the use of the theory and technology of
applied behavioral science. OD is a response to
change, a complex educational strategy intended to
change the beliefs, attitudes, values and structure of
organisations so that they can better adapt to new
and the

technologies, markets and challenges

dizzying rate of change itself (Bennis, 1969).

Models of Change

D’Ortenzio (2012) portends that models are basic
frameworks that guide implementation of strategies
for change and that a variety of models exist that aid
in understanding the nature of change processes and
the basis for successful change implementation.
Model refers to a set of assumptions and beliefs
which together represent reality (Tichy, 1983). For
purposes of this study, the Kotter Model (1995) and
Kurt Lewin’s (1947) change model are the primary
models that underpin this study on both independent
and dependent variables.

The Planned Approach to Organizational Change —
Model of Change:
Lewin (1947) successful change is premised on a

Kurt Lewin’s According to
three-step model of change that views behaviour as a
dynamic balance of forces working in opposing
directions. Lewin (1951) argues that whereas driving
forces facilitate change because they push employees
in the desired direction, restraining forces hinder
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change because they push employees in the opposite
direction. Lewin (1947a) believed that a successful
change project involved three steps: Unfreezing,
Moving and Refreezing.

The Conceptual Framework

Vision and Strategy
=  Motivating staff
towards change

= Addressing Change i
Challenges
. Action on strategies
laid
Communication
=  Positive Feedback
= Task Results
= Employee satisfaction
Training & Development Employee
= Continuous Learning( N Performance

Quality service
- = Adherence to
Standards and
guidelines
Efficiency

Technology &
Methods)
= Skill Growth
Communication
=  Feedback "
=  Qutreach events
. Customer satisfaction

Transformative

Leadership

*  Mentorship programs |

. Reporting Structures

= Relationships &
responsibilities

Organizational Culture
=  Teamwork
" Customer Service
= Punctuality

Independent Variables
Figure 1: Conceptual Framework
Source: Author (2018)

Dependent Variable

Empirical Review

Vision and Strategy and Employee Performance
Scholars and practitioners generally agree that a
vision comprises two fundamental elements: an
idealized future state of the organization; and a
direction for employees to follow (Barge, 1994,
Kotter, 1982; Nelson & Gardent, 2011). Vision is a

picture of excellence, that the person, team or
organization wants to create in its best possible
future (Papulova, 2014).
the future of the organization, which shows belief

A vision is a basic status of

and expectations about contingencies regarding the
desired future (Joachim, 2010). According to Kaplan,
Norton & Barrows (2008) a vision being the
aspirational goal of the organisation with a time
frame attached.

Communication and Employee Performance
2013) defined
communication as the process whereby members

Kreps (Husain, organizational
gather pertinent information about their organization
and the changes occurring within it. According to
Akam (2011) communication is a transaction of ideas,
directory, command or guide into oral or written
words, or actions in such a way that the receiver gets
the same message and reacts in manner envisaged by
the communicator. Communication is important in
organizational change because change always triggers
a variety of emotions in its recipients and therefore, it
is of utmost importance that the change message is
communicated in a way that best reaches the target
audience (Sheikh, 2013).

Transformative Leadership and Employee
Performance

Leadership is a kind of power where one person has
the ability to influence or change the values, beliefs,
behaviour and attitudes of another person (Ganta &
2014). (2017)

Leadership is a process of social influence that a

Manukonda, According to Akbar
person deliberately exercises against others to
structure activity and influence within a group or
organization towards the achievement of one or
(1985)
transformational leadership as change agents that

several specific purposes. Bass defines

elicit and transform followers’ beliefs, attitudes and
motivations. These leaders provide a vision and
emotional their

develop an relationship  with
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followers, increasing the latter’s consciousness and
belief in higher goals, above their own interests.

Organizational Culture and Employee Performance
Schein (1985) defines organisational culture as a

pattern of  basic assumptions invented,
discovered, or developed by a given group as it learns
to cope with its problems of external adaptation and
internal integration that has worked well enough to
be considered valid, and therefore, to be taught to
new members as the correct way to perceive, think,
and feel in relation to those problems. Elsewhere
Organisational Culture (Hill & Jones, 2009; Chatman &
Eunyoung, 2003) is defined as the collection of
norms, beliefs, and values shared by people and
groups in an organisation that controls the way they
interact with each other and with stakeholders

outside the organisation.

Employee Performance

Igbal et al. (2015) define Employee Performance as
the way to perform the job tasks according to the
prescribed job description. Afshan et al. (2012) define
performance as the achievement of specific tasks
identified
standards of accuracy, completeness, cost and speed

measured against predetermined or
in which Employee performance is manifested in
improved production, ease in use of new technology,
and highly motivated workers. According to Hameed
and Waheed (2011) Employees are considered as the
major element of every firm and their success and
failure is mainly based on their performance.

The concept of Change management on employees’
performance grew out of the need to make some
alterations within the organization in order to cope
with the dynamic changes in the markets. Change
management on employees consists of a hard side
which refers to the processes, systems, strategies,
tactics, and technologies that will help to implement
changes and the soft side which involves behavioural
and attitudinal change. (Carter, 2008 as cited in

Njuguna & Muathe, 2016). The study established that
there is a relationship between change management
on employee performance and the general
environment affecting change and that well-informed
conceptualization is vital and critical to facilitate
proper and in-depth insight in regards to change
management on employee’s performance in modern

organizations.

METHODOLOGY
The study adopted a descriptive survey research
design. This method was found appropriate because
the research intended to explore the influence of
Strategic Change Management on Employee
Performance in the SDCS in Kenya. According to
(2008)

considered to be relevant in a survey because it

Mugenda descriptive survey design is
involves collecting data which can then be used to
answer the research question and/or test study
hypotheses within the confines of the current state of
the objectives of the study. The population of the
study comprised all employees of the SDCS. This
included all probation officers and prison officers
deployed within Kakamega County. The total number
of both Probation and Prison officers serving within
the SDCS in Kakamega County was 873 (HR State
Department of Correctional Services, 2018). The
study used a standard questionnaire to obtain data
from respondents. The researcher employed the drop
method
guestionnaire and allowed respondents up to one

and  pick when administering the
week to respond to the questionnaire items at their
convenience. The data was analyzed by use of both
descriptive as well as inferential statistical procedures
with the aid of the Statistical Product and Service
Solutions (SPSS) software. The following regression

model was tested;

Yi=|'80+|81X1+.'82X2+|'83X3+|84X4+ 8;

Where;
Y is the value of the Dependent variable (Employee
Performance)
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lBo is the Constant (intercept)

|'81 is the Slope (Beta coefficient) for X;
X; represents Vision and Strategy

le is the Slope (Beta coefficient) for X,
X, represents communication

|'83 is the Slope (Beta coefficient) for X3
X; represents Transformative Leadership

|'84 is the Slope (Beta coefficient) for X,
X, represents Organizational Culture

£ represents the Stochastic Error Term (accounting
for change in Y that is not a function of X)

RESULTS

Inferential Statistics

statistics were computed to deduce
study

Inferential

relationships and associations between
variables. In this regard, Pearson Product Moment

Table 1: Variation of the Overall Regression Model

Correlation Coefficient, Multiple Regression and
ANOVA were used. The combined effect of all
independent variables on the dependent variable was
tested using multivariate regression.

The overall regression model was given as: -

Y=Bo + BiXat BoXo+ BsXst BaXste

Where Y is employee performance, X; is vision and
strategy, X, is communication, X; is transformative
leadership, X, is organizational culture and € is the
error term. By is constant whose influence on the
model is insignificant, and Bi- B 4 are intercepts for
the independent variables which are large enough to
have a significant influence on the model.

As shown in Table 1, the R? value of 0.973 showed
that the overall model explained 97.3% of the
variation in the dependent variable while only 2.7%
was explained by other factors outside the regression
model.

Model R R Square

Adjusted R Square

1 0.974 0.973

0.929

4.1024619

As shown, the result of ANOVA gave a p-value of the
above regression model as 0.000 which was less than
0.001. This implieed a highly significant overall model
at 0.000 (Field, 2009). Therefore, it was concluded
that the overall regression model was a significantly

better prediction of the relationship between change
strategy implementation and employee performance
in the state department of correctional services in
Kakamega County.

Table 2: Significance of the Overall Regression Model in Prediction of Employee Performance

Model Sum of Squares df Mean Square F Sig.

1 Regression 21683.580 4 5420.895 322.093 0.000
Residual 1110.793 66 16.830
Total 22794.373 70
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Testing for the Assumptions (Linear Regression
modelling)

To determine the Casual and Effect relationship
between strategic change implementation (vision and
strategy, communication, transformative leadership
employee

and  organizational culture) and

performance in SDCS Kenya, a Multiple Linear
Regression was used. The following diagnostic tests;
Multicollinearity test, Normality, Homoscedasticity,
Linearity and test of the presence of Outliers were
done to ascertain validity the of the linear regression
analysis in modelling the dataset.

Multicollinearity Test

Multicollinearity denoted the circumstance in which
explanatory variables were very much correlated,

thus resulting into an absurd effect in that the model

wee-fits the data, but none of the explanatory
variables has a significant influence in forecasting the
dependent variable (Petrini, Dias, Pertile & Mourao,
2012). The researcher used the Pearson correlation
coefficient and Variance Inflation Factor (VIF) to
detect any problem of Collinearity.

For the
independent variables were not supposed to have a
2004).
Otherwise, the multicollinearity of the variables

Pearson correlation coefficient, the

coefficient above 0.75 (Malhotra et al,

becomes problematic. Consistently, the independent
variables should not have VIF above 10. Otherwise, a
problem of multicollinearity arises (Myers, 1990).
O’Brien (2007) demonstrated that a tolerance value
of less than 0.20 and a VIF 10 and above indicated a
multicollinearity problem.

Table 3: Collinearity Tests using Variance Inflated Factor (VIF)

Variable Tolerance (1/VIF) VIF

Vision and strategy 0.395 2.349
Communication 0.351 2.553
Transformative Leadership 0.417 2.295
Organizational Culture 0.382 2.648

From the results of Table 3, tolerance values for all
the independent variables were above 0.20, and VIF
values were below 10 for all the variables; an
there was no

indication that problem of

multicollinearity. Consistently, the low inter-
correlation among the explanatory variables used in
the regression as shown in the correlation matrix,
were all below 0.75, thus indicated no reason to

suspect severe multicollinearity.

CONCUSIONS

The first objective of the study sought to determine
the influence of vision and strategy on employee
performance in the SDCS in Kakamega County. Study
findings revealed statistically significant positive
relationship between vision and strategy and
employee performance in the SDCS. Based on the

study findings, it was concluded that vision and

strategy have a significant effect on employee
performance in the SDCS in Kakamega County.

The second objective sought to establish the effect of
communication on employee performance in the
SDCS
revealed a

in Kakamega County. The study findings

significant  relationship  between
communication and employee performance in the
SDCS. Based on the findings of the study, a conclusion
was made that communication is a significant
predictor of employee performance in the SDCS in
Kakamega county.

The third objective of the study sought to examine
the effect of transformative leadership on employee
performance in the SDCS in Kakamega County. It was
revealed based on the study findings that there was a
significant  relationship between transformative
leadership and employee performance in the SDCS.
As regards the findings on this objective, it was

concluded that transformative leadership significantly
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influences employee performance in the SDCS in
Kakamega County.

The fourth objective of the study sought to
investigate the influence of organizational culture on
employee performance in the SDCS in Kakamega
County. Findings of the study revealed a significant
relationship between organizational culture and
employee performance in the SDCS. Based on the
findings of the study as regards the fourth objective, a
conclusion was made that organizational culture is a
significant predictor of employee performance in the
SDCS in Kakamega County.

RECOMMENDATIONS

It was recommended that organizations develop and
follow their vision help them navigate through their
future performance projections, prepare for changes
and innovation, forecast the need for changes in the
demand of customers and boost employee efficiency
and productivity. This is because an effective vision
that is anchored on clarity and brevity, future
orientation, stability and abstractness improves the
understanding and acceptability amongst employees
and thus increasing the attitude to work hard to enjoy
the desirable future state of the organization.
Management should actively communicate their
vision, model their visions through their own actions,
motivate and empower their staff to act on the vision
and align their managerial decisions to match their
visions positively enhanced satisfaction of both
customers and staff which are frequently correlated
with improved organizational.

It was also recommended based on the study findings
and conclusions that organizations encourage free
and open communication as a way to clarify aspects
of strategic change implementation process. Staff
should be able to freely and easily gather pertinent
information about their organization and the changes
occurring within it. Communication is important in
organizational change because change always triggers
a variety of emotions in its recipients and therefore, it

is of utmost importance that the change message is
communicated in a way that best reaches the target
audience. This helps people in the organization to
prepare accordingly for the impending change.
Effective and appropriate communication plays a vital
ingredient in any change program and especially in
the three facets of Lewin’s Change Model as referred
to in this study. Accurate and prompt communication
during change in organizations is an essential
ingredient for successful change management and
apprehensions amongst employees who are the key
sources of change must be addressed for the desired
change to be realized.

It was further recommended that organizational
leadership should be able to effectively promote
possessing a clear

understanding of the strategic objectives of an

change by creating vision,

organization, identifying the actions needed to reach
those objectives, and conducting an analysis of the
existing ideologies of the organization. Leadership
consists of interpersonal influence, exercised in a
directed, by
communication process toward the attainment of

situation and means of the
specified goals. Management in the state department
of correctional services are encouraged to espouse
such kind of
leadership is associated with increased levels of

transformational leadership since

performance and helping behaviors and that
subordinates of individuals that are perceived as
transformational leaders report stronger
identification with their superiors and higher levels of
self-efficacy regarding their work. Transformational
leaders are known to achieve high levels of employee
trust, admiration, motivation, commitment, loyalty
and performance. This is supported by findings from
other empirical studies that revealed that democratic,
participatory and supportive leadership style greatly
influence employee performance and organizational
output and that harmony should be created between
workers, management and the task environment

(Pradeep & Prabhu, 2017).
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It was further recommended that management in the
SDCS develops organizational culture that provides a
sense of identity to members, enhances employee
commitment, strengthens organizational values and
shapes employee behaviour this is because
organizational culture has the ability to increase job
satisfaction, and awareness about problem solving
and organization performance. Organizational
culture is argued to be unique to every organization

and is widely agreed to compose of seven key

characteristics commonly known as the
organizational orientations to; risk, precision,
achievement, fairness, collaboration, teamwork,
competitiveness, and rules. A positive culture

embraces adaptation and strengthens employees’
performance by inspiring them and moulding their
towards

characters achieving of organizational

corporate objectives.

Areas for Further Research

Given that in many organizations, management plays
a significant role in ensuring motivation of employees
and stakeholders, the researcher recommends that
another study be undertaken on the effect of

REFERENCES

managerial practices on employee performance
which was not the concern of this study.

Whereas these findings may be well applicable in
Kenya, further research needs to be carried out in
other regions of the country to provide more
validation to these findings. This will generate more
knowledge on the role of strategic change
implementation on employee performance within the
SDCS in Kenya as a whole.

Whereas the study was premised on Kurt Lewin’s and
Kotter’s change models, more research needs to be
conducted using other change models to further
interrogate and explore the relationship between
strategic  plan  formulation and employee
performance. This will generate more knowledge as
regards how strategic plan formulation influences

employee performance.

Aaltonen, K. (2011). Project stakeholder analysis as an environmental interpretation process. International

Journal of Project Management, 29(2), 165-183.

Abas-Mastura, M., Imam, O.A., & Osman, S. (2013). Employability skills and task performance of employees in

government sector. International Journal of Humanities and Social Science, 3(4), 150-162.

Abbas, J., Muzaffar, A., Mahmood, H.K., Ramzan, M.A., & Rizvi, S.S. (2014). Impact of

technology on

performance of employees: A case study on Allied Bank Ltd, Pakistan. World Applied Sciences Journal, 29

(2), 271-276.

Abrell-Vogel, C., & Rowold, J. (2014). "Leaders’ commitment to change and their effectiveness in change — a

multilevel investigation". Journal of Organizational Change Management, 27(6), 900-921.
Ackerman, A. L., & Anderson, D. (2010). The change leader's roadmap. (2ndEd.). San Francisco, CA: Pfeiffer.
Adams, T. M., & Stewart, L. D. (2015). Chaos theory and organizational crisis: A theoretical analysis of the

challenges faced by the New Orleans Police Department during Hurricane Katrina. Public Organization

Review, 15(3), 415-431.

- 1020 - | The Strategic Journal of Business & Change Management. ISSN 2312-9492(Online) 2414-8970(Print). www.strategicjournals.com



Adewale, A. R., & Esther, M.M. (2012). The relationship between stakeholders’ involvement in strategic
planning and organisation’s performance — A study of the University of Venda. International Business &
Economics Research Journal, 11(11), 1175-1190.

Adewunmi, Y.A., Omirin, M., & Koleoso, H. (2015). Benchmarking challenges in facilities management in Nigeria.
Journal of Facilities Management, 13(2), 156-184.

Afshan, S., Irum, S., Ahmed, K., & Mahmood, N. (2012). “Impact of training on employee performance: A study
of telecommunication sector in Pakistan”, Interdisciplinary Journal of Contemporary Research in Business,
4 (6), 646-661.

Agarwal, S., & Adjirackor, T. (2016). Impact of teamwork on organizational productivity in some selected basic
schools in the Accra metropolitan assembly. European Journal of Business, Economics and Accountancy,
4(6), 40-52.

Agarwal. S., & Garg. A. (2012) The importance of communication within organizations: a research on two hotels
in Uttarakhand. Journal of Business and Management  (IOSRJBM), 3(2), 40-49.

Akam, V. (2011). Business communication today. Englewood Cliffs, NJ: Prentice-Hall, Randon House Inc.

Akbar, M. (2017). The influence of leadership and work environment on employee performance: a case study of
a private university in Jakarta. European Journal of Research and Reflection in Educational Sciences, 5 (1),
85-95.

Akello, M., & Atambo, W. (2016). Effects of strategic change management practices on the performance of Co-
operative Bank of Kenya. International Journal of Social Sciences and Information Technology, 11 (VIIl),

855-873.
Al-Haddad, S., & Kotnour, T. (2015). "Integrating the organizational change literature: A model for successful
change". Journal of Organizational Change Management, 28(2), 234-262.

Al-Jaradat, O., Nagresh, M., Al-Shegran, A., & Jadellah, N. (2013). Impact of change management on the
performance of employees in university libraries in Jordan. European Journal of Business and
Management, 5(2), 169-178.

Alkahtani, A.H., Abu-Jarad, I., Sulaiman, M., & Nikbin, D. (2011). The impact of personality and leadership
styles on leading change capability of Malaysian managers. Australian Journal of Business and
Management Research, 1(2), 70-99.

Amangala, E.A., & Wali, A.F. (2013). Internal marketing strategy and employee performance. European Journal
of Business and Management, 5(31), 1-6.

Amarsaikhan, Z. (2014). The impact of corporate social responsibility on employee organizational commitment: A
study in Ireland. (Unpublished master’s thesis). National College of Ireland.

Anderson, D., & Ackerman A. L. (2001). Beyond change management. San Francisco, CA: Jossey-Bass/Pfeiffer.

Anderson, P. (1999). “Complexity theory and organization science”. Organization Science, 10 (3), 216-32.

Angelopulo, G. (2015). Integrated communication campaigns. In: G. Angelopulo & R. Barker, eds. Integrated
organisational communication. Cape Town: Juta & Co

Amagoh, F. (2008). Perspectives on organizational change: Systems and complexity theories. The Innovation
Journal: The Public Sector Innovation Journal, 13(3), 1-14.

Appelbaum, S.H., Habashy, S., Malo, J., & Shafiq, H. (2012),"Back to the future: Revisiting Kotter's 1996 change
model". Journal of Management Development, 31(8), 764-782.

- 1021 - | The Strategic Journal of Business & Change Management. ISSN 2312-9492(Online) 2414-8970(Print). www.strategicjournals.com



Armekakis, A., & Wigand, J. (2010). Stakeholder actions and their impact on the organizational cultures of two
tobacco companies. Business and Society Review, 115(2), 147-171.

Armstrong. M. (2009). Armstrong’s handbook of human resource management practice. 11th ed. London: Kogan
Page.

Arnold, P. (2015). "Evidence and leading indicators of change success". Strategic Direction, 31(10), 1-5.

Asamu, F.F. (2014). The impact of communication on workers’ performance in selected organisations in Lagos
State, Nigeria. IOSR Journal of Humanities and Social Science (IOSR-JHSS), 19(8), 75-82.

Asumeng, M.A., & Osae-Larbi, J.A. (2015). Organization development models: A critical review and
implications for creating learning organizations. European Journal of Training and Development Studies,
2(3), 29-43.

Awadh, A.M., & Saad, A.M. (2013). Impact of organizational culture on employee performance. International
Review of Management and Business Research, 2(1), 168-175.

Bacala, M. (2014). Balanced scorecard — a strategic management system. Review of General Management,
19(1), 132-139.

Baesu, C., & Bejinaru, R. (2013). Leadership approaches regarding the organizational change. The USV Annals of
Economics and Public Administration, 13(2), (18), 146- 152.

Baltaci, A., & Balci, A. (2017). Complexity leadership: A theoretical perspective. International Journal of
Educational Leadership and Management, 5(1), 30-58.

Barge, K. J. (1994). Leadership: Communication skills for organizations and groups. New York, NY: St. Martin
Press.

Barney, J. (2001). Resource-based theories of competitive advantage: A ten-year retrospective on the
resource-based view. Journal of management, 27(6), 643-650.

Bartkus, B. R., Glassman, M., & McAfee, R. B. (2004). “A comparism of the quality of European, Japanese and US
mission statements: A content analysis”. European Management Journal, 22(4), 393-401.

Beckhard, R. (1969). Organization development: Strategies and models. Reading, MA:  Addison-Wesley.

Belias, D., & Koustelios, A. (2014). The impact of leadership and change management strategy on organizational
culture. European Scientific Journal, 10(7), 451-470.

Bennis, W. (1969). Organization development: Its nature, origins and prospects. Boston. Addison - Wesley.

Beringer, C., Jonas, D., & Kock, A. (2013). Behavior of internal stakeholders in project portfolio management and
its impact on success. International Journal of Project Management, 31(6), 830-846.

Bhatia, K., & Balani, M. (2015). Effective internal communication: A crucial factor affecting employee
performance. Proceedings of International Conference on Management, Economics and Social Sciences
Held on 21-22, Nov, 2015, in Dubai, ISBN: 9788193137321.

Bhatnagar, J., Budhwar, P., Srivastava, P., & Saini, D.S. (2010). Organizational change and development in India:
A case of strategic organizational change and transformation. Journal of Organizational Change
Management, 23(5), 485-499.

Binci, D., Cerruti, C., & Braganza, A. (2016). "Do vertical and shared leadership need each other in change

management?" Leadership & Organization Development Journal, 37(5), 558-578.

Bingol, D., Sener, |., & Cevik, E. (2013). The effect of organizational culture on Organizational image and identity:
evidence from a pharmaceutical company. Procedia - Social and Behavioral Sciences, 99 (2013), 222 - 229.

- 1022 - | The Strategic Journal of Business & Change Management. ISSN 2312-9492(Online) 2414-8970(Print). www.strategicjournals.com



Boeker, W. (1997). “Strategic change: The influence of managerial characteristics and organizational growth”.
Academy of Management Journal, 40(1), 152-170.

Boon, O.K., & Arumugam, V. (2006). The influence of corporate culture on organizational commitment: case
study of semiconductor organizations in Malaysia. Sunway Academic Journal, 3, 99-115.

Bourda, F.M. (2013). Change management theories and methodologies. Bombay: Tata Consultancy  Services
limited.

Brown, J.A. & Forster, W.R. (2013). CSR and stakeholder theory: A tale of Adam Smith. J. Bus. Ethics, 112, 301-
312.

Buono A., Bowditch J., & Lewis, J.W. (1985). ‘When cultures collide: The anatomy of a merger’. Human Relations,
38(5), 477-500.

Burnes, B., & James, H. (1995). “Culture cognitive dissonance and the management of change”. International
Journal of Operations & Production Management, 15(8), 14- 33.

Burnes, B. (1996b). ‘No such thing as ... a “one best way” to manage organizational change’. Management
Decision, 34(10), 11-18.

Burnes, B. (2004). Kurt Lewin and the planned approach to change: A re-appraisal. Journal of Management
Studies, 41(6), 977-1002.

Bussey, T.R. (2013). An exploratory study of leadership behaviour and strategic change in  small, high-
performing, U.S. technology firms. (Unpublished doctoral thesis). Heriot- Watt  University  Edinburgh
Business School.

Byakutaga, B.N.K., Onen, D., Oonyu, J., & Kasesene, E.S. (2016). Written and non-written communication
methods as correlates of employee performance: A study of academic staff of primary teachers’
colleges in central Uganda. Journal of Education and Practice, 7(10), 1-11.

Byrne, D., & Callaghan, G. (2013). Complexity theory and the social sciences: The state of the art. New York:
Routledge.

Cacioppe, R. (1997). Leadership moment by moment! Leadership & Organizational Development Journal, 18,
335-345.

Cacioppe, R., & Edwards, M. (2005). Seeking the Holy Grail of organisational development, Leadership &
organisation Development Journal, 26(2), 89-91.

Cameron, E. & Green, M. (2009). Making sense of change management. (2nd Ed.). London, England: Kogan Page
Ltd.

Cavazotte, F., Moreno, V., & Bernardo, J. (2013). Transformational leaders and work performance: The
mediating roles of identification and self-efficacy. BAR, Rio de  Janeiro, 10(4), 490-512.

Chang, A., Chih, Y.-Y., Chew, E., & Pisarski, A. (2013). Reconceptualising mega project success in Australian
Defence: Recognising the importance of value co-creation. International Journal of Project Management,
31(8), 1139-1153.

Chartered Institute of Management Accountants. (2010). New public sector performance; Making fiscal
consolidation smarter. (Unpublished discussion paper).

Chatman, J. A., & Eunyoung Cha, S. (2003). Leading by leveraging culture. California Management Review, 45,
19-34.

Child, J. (2005). Organisation contemporary principles and practice. Malden, MA: Blackwell Publishing.

- 1023 - | The Strategic Journal of Business & Change Management. ISSN 2312-9492(Online) 2414-8970(Print). www.strategicjournals.com



Chitrao, P. (2014). Motivating employees through internal communication satisfaction in the retail sector in
Pune. European Proceedings of Social & Behavioural Sciences, =~ elSSN: 2357-1330, 161-173

Church, M. (1999). “Organizing simply for complexity: Beyond metaphor towards theory”. Long Range Planning,
32(4), 425-40.

Cleary, M., Walter, G., Horsfall, J., & Jackson, D. (2013). Promoting integrity in the workplace: A priority for all
academic health professionals. Contemporary Nurse, 45(2), 264-291.

Collins, D. (2000). Management fads and buzzwords: Critical-practical perspectives. London. Routledge.

Cooper, D.R., & Schindler, P.S. (2008). Business research methods. 10 edn. New York City. McGraw-Hill.

Cornelissen, J. (2014). Corporate communication. A guide to theory & practice. 4th ed. London. SAGE
Publications Ltd.

Crozier, M., & Thoening, J.C. (1976). “The regulation of complex organized systems”. Administrative Science
Quarterly, 21, 547-70.

Cummings, T.G., & Huse, E.F. (1989). Organization development and change. St Paul, MN; West Publishing.

Cummings, T.G., & Worley, C.G. (2009). Organization development & change. 9th Edition, Mason. South Western
Cengage Learning.

Cunha, M.P., & Cunha, J.V. (2006). "Towards a complexity theory of strategy". Management Decision, 44(7), 839-

850.

Daft, R. L. (2010). Organization theory and design. Singapore: Info Access & Distribution Ltd

Dahie, A.M., Takow, M.A,, Nur, A.H., & Osman, M.M. (2016). Organizational culture and employee performance
at telecommunication firms in Mogadishu-Somalia. International Journal in Commerce, IT & Social

Sciences, 3(1), 30-41.

Darbi, W.P.K. (2012). Of mission and vision statements and their potential impact on employee behaviour and
attitudes: The case of a public but profit-oriented tertiary institution. International Journal of Business
and Social Science, 3(14), 95-109.

Dawson, C.S. (2010). Leading culture change: what every CEO needs to know. CA, USA. Stanford University
Press, Palo Alto.

Dawson, P. (1994). Organisational change: A processual approach. London: Paul Chapman Publishing.
Degnegaard, R. (2010). Strategic change management: Change management challenges in the Danish Police

Reform. Handelshgjskolen: Copenhagen Business School.
Deli¢, M., Slatten, T., Mili¢, B., Marjanovi¢, U., & Vulanovi¢, S. (2017). "Fostering learning organisation in
transitional economy — the role of authentic leadership and employee affective commitment”, International
Journal of Quality and Service Sciences, 9 (3/4), 441-455.
Denton, D.K. (2012). To manage change, manage the big picture; The best reforms are achieved by keeping it
simple. Human Resource Management International Digest, 20(6), 35-42.

Dess, G., Lumpkin, G., & Eisner, A. (2007). Strategic management. 3rd ed. New York: McGraw-Hill.

Dillard, J., Rogers, R., & Yuthas, K. (2011). Organizational change: in search of the golden mean. Journal of
Accounting & Organizational Change, 7(1), 5-32.

DiPietro, W.R. (2014). Time punctuality and social cohesiveness. International Journal of Business,Humanities
and Technology, 4(1), 33-37.

- 1024 - | The Strategic Journal of Business & Change Management. ISSN 2312-9492(Online) 2414-8970(Print). www.strategicjournals.com



Dodek, P., Cahill, N.E., & Heyland, D.K. (2010), "The relationship between organizational culture and
implementation of clinical practice guidelines: A narrative review", Journal of Parental and Enteral
Nutrition, 34(6), 669-674.

Dominguez, M.C.C., Galan-Gonzalez, L., & Barroso, C. (2015). Patterns of strategic change. Journal of
Organizational Change Management, 28(3), 411-431.

Donaldson, T., & Preston, L.E. (1995). The stakeholder theory of the Corporation:concepts, evidence, and
implications. The Academy of Management Review, 20(1), 65-91.

Drach-Zahavy, A. & Somech, A. (2002) Team heterogeneity and its relationship with team support and team
effectiveness. Journal of Educational Administration, 40 (1), 44-66.

Diren, P. (2016). "Change communication can be so simple! The empathic change communication style". Library
Management, 37 (8/9), 398-409.

Dwyer, M. (2014). "Stakeholder communication in proposing change," Proceedings of the New York State
Communication Association: Vol. 2013, Article 2.

Ebarefimia, U.S., Inedegbor, U.M., Ahmed, O.K., Ganiyat, A.O., & Rashdidat, K. (2012). Impact of business
communication on organizational performance in Nigerian companies. Australian Journal of Business and
Management Research, 2(01), 16-26.

Edmonds, J. (2011)."Managing successful change". Industrial and Commercial Training, 43(6), 349-353.

Elnaga, A., & Imran, A. (2013). The effect of training on employee performance. European Journal of Business
and Management, 5(4), 137-147.

Elving, W.J.L. (2005). The role of communication in organisational change", Corporate Communications: An
International Journal, 10(2), 129-138.

Ezirim, C.B., Nwibere, B.M., & Emecheta, B.C. (2012). The influence of corporate culture on
organizational commitment: The Nigerian experience. International Journal of Business and Public
Administration, 9(3), 155-180.

Fageha, M. K., & Aibinu, A. A. (2013). Managing project scope definition to improve stakeholders’
participation and enhance project outcome. Procedia-Social and Behavioral Sciences, 74, 345-355.
Falkheimer, J. (2014). "The power of strategic communication in organizational development". International

Journal of Quality and Service Sciences, 6(2/3), 124-133.

Farjoun, M. (2010). “Beyond dualism: stability and change as a duality”. Academy of Management Review, 35
(2), 202-225.

Field, A.P. (2009). Discovering statistics using SPSS. London. Sage Publications.

Freeman, R.E. (1984). “Strategic management: a stakeholder approach”. Boston, MA:  Pitman.

Freeman, R.E. (2004). “A stakeholder theory of modern corporations”, ethical ~ theory and business. 7th edn.

Freeman, R.E., Harrison, J.S., & Wicks, A.C. (2007). Managing for stakeholders: Survival, reputation and success.
New Haven, CT, Yale University Press.

Freeman, R. E. (2010). Strategic management: A stakeholder approach. Boston; Cambridge University Press.

French, W., & Bell, C.H. Jr. (1973). Organization development: Behavioral science interventions for organization
improvement. Englewood Cliffs, NJ: Prentice-Hall.

Friedman, A.L., & Miles, S. (2006). “Stakeholders: Theory and practice”. Oxford University Press.

- 1025 - | The Strategic Journal of Business & Change Management. ISSN 2312-9492(Online) 2414-8970(Print). www.strategicjournals.com



Ganta, V. C., & Manukonda, J. K. (2014). Leadership during Change and uncertainty in organizations.
International Journal of Organizational Behaviour & Management Perspectives, 3(3), 1183.

Garrow, V., Varney, S., & Lloyd, C. (2009). Fish or bird? Perspectives on organisational development (OD).
Brighton: UK. Institute for Employment Studies.

Garvin, D. A. (1993). ‘Building a learning organization’. Harvard Business Review, July—August, 78-91.

Gatotoh, A.M., Omulema, B.E.E., & Nassiuma, D. (2011). Correctional attitudes:An  impetus for a paradigm
shift in inmate rehabilitation. International Journal of Humanities and Social Science, 1(4), 263-270.
Gaunya, C.R. (2014). An evaluation of change management and its implications on competitiveness of public

universities in Kenya. European Journal of Business and Management, 6 (37), 179-188.

Gebauer, H., Edvardsson, B., & Bjurklo, M. (2010). The impact of service orientation in  corporate culture on
business performance in manufacturing companies. Journal of  Service Management, 21 (2). 237-259

Ghorbanhosseini, M. (2013). The effect of organizational culture, teamwork and organizational development on
organizational commitment: The mediating role of human capital. Tehnicki vjesnik, 20(6), 1019-102.

Gllcan, M.G. (2015). Complexity theory and new leadership paradigm. British Journal of Education,Society&
Behavioural Science, 10(2), 1-12.

Gungor, P. (2011). The relationship between reward management system and employee performance with the
mediating role of motivation: A quantitative study on Global Banks. Procedia Social and Behavioral
Sciences, 24 (2011), 1510-1520.

Greiner, C., & Sakdapolrak, P. (2013). Translocality: concepts, applications and merging research perspectives.
Geography Compass, 7(5), 373-384.

Gronroos, C. (2007). Service management and marketing: customer management in service competition.
Chichester: John Wiley & Sons.

Gupta, A., & S. Dev, S. (2012). Client satisfaction in Indian Banks: An empirical study. Management Research
Review, 35(7), 617-636

Ha, N.M., & Nguyen, T.V.H. (2014). The influence of leadership behaviors on employee performance in the
context of software companies in Vietham. Advances in Management & Applied Economics, 4(3), 157-
171.

Hameed, A., & Waheed, A. (2011). Employee development and its affect on employee performance: A
conceptual framework. International Journal of Business and Social Science, 2(13), 224-229.

Hao, M.J., & Yazdanifard, R. (2015). How effective leadership can facilitate change in organizations through
improvement and innovation. Global Journal of Management  and Business Research: Administration
and Management, 15 (9), 2249-4588.

Harrison, R. (1992). Diagnosing organizational culture. San Diego CA. Pfeiffer & Co.

Hasanaj, R., & Manxhari, M. (2017). Importance of communication during Change: A Case of the Municipality of
Vlora. European Journal of Multidisciplinary Studies, 4(1), 15-19.

Hatch, M. J. (1997). Organization theory: modern, symbolic and postmodern perspectives. Oxford: Oxford
University Press.

Hendry, C. (1996). ‘Understanding and creating whole organizational change through learning theory’. Human
Relations, 48(5), 621-41.

Heracleous, L. (2000). The role of strategy implementation in organization development. Organization
Development Journal, 18(3), 75-86.

- 1026 - | The Strategic Journal of Business & Change Management. ISSN 2312-9492(Online) 2414-8970(Print). www.strategicjournals.com



Hill, C.W. L., & Jones, G. R. (2001). Strategic management. Boston, MA: Houghton Mifflin College Div.
Hofstede, G. (1980). Culture’s consequences: International difference in work related values. Oaks, CA: Sage.
Hofstede, G. (2001). Culture’s consequences comparing values, behaviors, institutions, and organizations across

nations. Second edition, Thousand, Oaks, CA: Sage Publications.
Hofstede, G., & Hofstede, G. J. (2010). Cultures and Organisations. Third edition. New  York, NY: McGraw-Hill
USA.

Hughes, M. (2011). "The challenges of informed citizen participation in change". TransformingGovernment:
People, Process and Policy, 5(1), 68-80.

Hurn, B.J. (2012). Management of change in a multinational company. Industrial and Commercial Training, 44(1),
41-46.

Husain, Z. (2013). Effective communication brings successful organizational change. The Business&
Management Review, 3(2), 44-50.

Hyatt, J. M. (2006). ADKAR: A model for change in business, government and our community. Loveland, CO:
Prosci Learning Center Publications.

llesanmi, O.A. (2011). The role of strategic vision process in business development in Nigeria. Global Journal of
Management and Business Research, 11(9), 17-22.

Imran, M.K., Rehman, C.C., Aslam, U., & Bilal, A.R. (2016). "What’s organization knowledge management
strategy for successful change implementation?” Journal of Organizational Change Management, 29(7),
1097-1117.

Ings, C., & Joslin, J. (2011). Correctional service of Canada prison libraries from 1980 to 2010. Library Trends,
59 (3), 386-408.

Invernizzi, E., Romenti, S., & Fumagalli, M. (2012). "Identity, communication and change management in
Ferrari". Corporate Communications: An International  Journal, 17(4), 483-497.

lonescua, E., Merut, A., & Dragomiroiua, R. (2014). Role of managers in management of change. 21st
International Economic Conference 2014, IECS 2014, 16-17 May 2014, Sibiu, Romania.

Igbal, A., ljaz, M., Latif, F., & Mushtaq, H. (2015). Factors affecting the employee’s performance: A case study of
banking sector in Pakistan. European Journal of Business and Social Sciences, 4(08), 309 — 318.

Isa, M.F.M., Ugheoke, S.0., & Noor, W.S.W.M. (2016). The influence of organizational  culture on employees’
performance: Evidence from Oman. Journal of  Entrepreneurship and Business, 4(2), 1-12.

Jabareen, Y. (2009). Building a conceptual framework: philosophy, definitions, and procedure. International
Journal of Qualitative Methods, 8(4), 49-62.

Jabbar, A.A., & Hussein, A.M. (2017). “The role of leadership in strategic management.” International Journal of
Research - Granthaalayah, 5(5), 99-106.

Jahmurataj, V. (2015). Impact of culture on organizational development: Case study Kosovo. Academic Journal of
Interdisciplinary Studies, 4(2), 206-210.

Janicijevié, N. (2017). Organizational models as configurations of structure, culture, leadership, control, and
change strategy. Economic Annals, LXII (213), 67-91.

Jayashree, P., & Hussain, S.J. (2011). “Aligning change deployment: A Balanced Scorecard approach”, Measuring
Business Excellence, 15(3), 63-85.

Jaynes, S. (2015). Making strategic change: A critical discourse analysis. Journal of Organizational Change
Management, 28(1), 97-116.

- 1027 - | The Strategic Journal of Business & Change Management. ISSN 2312-9492(Online) 2414-8970(Print). www.strategicjournals.com



Jensen, M.C. (2002). Value maximization, stakeholder theory, and the corporate objective function. Business
Ethics Quarterly, 12 (2), 235-256.

Jick, T.D. (1993). Managing change. Boston: Richard D Irwin.

Joachim, A. (2010). “Interface between corporate vision, mission and production and  operations

management”. GJMBR, 10(2), 18-23.

Johannsdottir, L., Olafsson, S., & Davidsdottir, B. (2015). "Leadership role and employee acceptance of change:
Implementing environmental sustainability strategies within Nordic insurance companies". Journal of
Organizational Change Management, 28(1) 72-96.

Joshi, M., & Jha, S. (2017). "Choice of an authoritative style when implementing a survival urgency-based
strategic change: A middle manager’s perspective”. Journal of  Strategy and Management, 10(2), 168-
186.

Joshi, M.P., Das, S.R., & Mouri, N. (2015). “Antecedents of innovativeness in technology-based services (TBS):
peering into the black box of entrepreneurial orientation”, Decision Sciences, 46(2), 367-402.

Jungnitsch, R., Stoffers, J., & Neessen, P. (2016). Organizational culture from an internal and external
stakeholders’ perspective. American Journal of Applied Sciences, 13(6), 748- 753.

Jurisch, M.C., Ikas, C., Wolf, P., & Krcmar H. (2013). Key differences of private and public sector Business Process
Change. E-Service Journal, 9 (1), 3-27.

Kamoche, K., Siebers, L.Q., Mamman, A., & Newenham-Kahindi, A. (2015) The dynamics of managing
people in the diverse cultural and institutional context of Africa, Personnel Review, 44(3), 330-345.

Kane, J. S. (2014). Performance distribution assessment. In R. A. Berk (Ed.), Performance assessment: Methods
and applications. Baltimore: JohnsHopkins University Press.

Kantabutra, S., & Avery, G.C. (2010). The power of vision: statements that resonate. Journal of Business Strategy,
3(1), 37-45.

Kanter, R. M., Stein, B. A., and Jick, T. D. (1992). The Challenge of organizational Change. New York: Free Press.

Kaplan, R. S., & Norton, D. P. (2004). Strategy maps — converting intangible assets into  tangibleoutcomes.
Boston: Harvard Business School Publishing Corporation

Kaplan, R.S., Norton, D.P., & Barrow Jr, E.A. (2008). Developing the Strategy: Vision, Value Gaps, and Analysis.
Balanced Scorecard Report. Brighton, Massachusetts. Harvard ~ Business School Publishing.

Karaevli, A., & Zajac, E.J. (2013). “When do outsider CEOs generate strategic change? The enabling role of
corporate stability”, Journal of Management Studies, 50(7), 1267-1294.

Karakas, F. (2010). Spirituality and performance in organizations: A literature review. Journal of Business Ethics,
94(1), 89-106.

Kaur, S.P. (2013). Variables in research. [JRRMS, 3(4), 36-38.

Kavitha, K. S. (2017). The influence of organizational culture on employee job performance of spinning mills.
Primax International Journal of Commerce and Management Research, IV (4), 134-137.

Kenyoru, N.D., Chumba, S.K., Chumba, G., and Rotich, S. (2015). Stakeholder engagement and organizational
performance: A case of Kenya Power and Lighting Company Eldoret branch Uasin-Gishu County Kenya.
Archives of Business Research, 3(2), 189- 198.

Khato, A. (2012). The role of leadership in organizational development. International Journal of Business and
Commerce, 1(11), 97-104.

- 1028 - | The Strategic Journal of Business & Change Management. ISSN 2312-9492(Online) 2414-8970(Print). www.strategicjournals.com


https://www.emeraldinsight.com/author/Kamoche%2C+Ken
https://www.emeraldinsight.com/author/Siebers%2C+Lisa+Qixun
https://www.emeraldinsight.com/author/Mamman%2C+Aminu
https://www.emeraldinsight.com/author/Newenham-Kahindi%2C+Aloysius

Kibe, C.W. (2014). Effects of communication strategies on organizational performance: A case study of Kenya
Ports Authority. European Journal of Business and Management, 6(11), 6-10.

Kilkelly, E. (2014). "Creating leaders for successful change management". Strategic HR  Review, 13(3), 127-129.

Kioko, I.M. (2017). Change management strategies and institutional success at Mount Kenya University.
(Unpublished master’s thesis). School of Business, University of Nairobi.

Kiplangat, B.J., Shisia, A., and Kiilu, R. (2015). Assessing the impact of change management strategies on the
administration of Kenya Prisons Service. International Journal of Economics, Commerce and
Management, 3 (8), 617-630.

Klarner, P., and Raisch, S. (2013). “Move to the beat-rhythms of change and firm performance”. Academy of
Management Journal, 56(1), 160-184.

Korbi, K. (2015). Leadership and Strategic Change. The Journal of Organizational Management Studies, Vol. 2015
(2015), Article ID 638847, 32 pages. DOI: 10.5171/2015.638847.

Korner, M., Wirtz, M.A., Bengel, J., & Goritz, A.S. (2015). Relationship of organizational culture, teamwork and
job satisfaction in interprofessional teams. BMC Health Services Research, 15(243), 2-12.

Kothari, C.R. (2012). Research methodology methods & techniques. 2™ Revised Edition. New Delhi. New Age
International Publishers.

Kothari, C. and Garg, G. (2014). Research methodology Methods and Techniques. 3rd ed. New Delhi: New Age
International (P) Ltd.

Kotter, J. (1982). The general managers. New York, NY: The Free Press.

Kotter, J.P. (1995). Leading change: Why transformation efforts fail’. Harvard Business  Review, 73(2), 1-20.

Kotter, J. (1996). Leading Change. Boston, MA: Harvard Business School Press.

Kotter, J. (2012). Corporate culture and performance. New York: Free press.

Kouzes, J.M., & Posner, B.Z. (2012). The leadership challenge: How to make extraordinary things happen. 5th ed.
San Francisco, CA: Jossey-Bass.

Kraatz, M.S., and Zajac, E.J. (2001). “How organizational resources affect strategic change and performance in
turbulent environments: Theory and evidence”. Organization Science, 12(5), 632-657.

Krishnan, V.R. (2012)."Transformational leadership and personal outcomes: empowerment as mediator".
Leadership & Organization Development Journal, 33(6), 550 - 563.

Kute, D., & Upadhyay, P. (2014). The Impact of Technological Changes on the Performance of the Employees in
Commercial Printing Industry. Journal for Contemporary Research in Management, ISSN — 2348-0092, 67-
72.

Kuye, O.L., & Sulaimon, A.A. (2011). Employee involvement in decision making and firms performance in the
manufacturing sector in Nigeria. Serbian Journal of Management, 6 (1), 1-15.

Labanauskis, R., & Ginevicius, R. (2017). Role of stakeholders leading to development of higher education
services. International Society for Manufacturing, Service and  Management Engineering, 9(3), 63-75.

Labuschagne, L. & Marnewick, C. (2006). A structured approach to derive projects from the organisational vision.
Paper presented at PMI® Research Conference: New Directions in Project Management, Montréal,
Québec, Canada. Newtown Square, PA: Project Management Institute.

Lamprinakis, L. (2015). "Participative organizational change and adaptation: insights from a qualitative case
study of successful change". Development and Learning in Organizations, 29(2), 10-13.

Levy, A., & Merry, U. (1986). Organizational transformation. Santa Barbara: California. Praeger.

- 1029 - | The Strategic Journal of Business & Change Management. ISSN 2312-9492(Online) 2414-8970(Print). www.strategicjournals.com



Lewin, K. (1947). “Frontiers in group dynamics”. Human Relations, 1(1), 5-41.

Lewin, K. (1945). Field theory in social science: Selected theoretical papers by Kurt Lewin, Ed. Dorwin Cartwright,
Boston, Massachusetts: MIT Research Center for Group Dynamics. New York: Harper and Brothers
Publishers.

Lewin, K. (1951). Field theory in social science. New York: Harper and Row.

Lichtenthaler, U. (2016). Five steps to transforming innovation processes: Continually adjusting to new
environments. Journal of Business Strategy, 37(5), 39-45.

Lilly, L. & Juma, D. (2014). Influence of strategic innovation on performance of commercial banks in Kenya: The
case of Kenya Commercial Bank in Nairobi County. European Journal of Business Management, 2 (1), 336-
341.

Lin, C., Chang, R., & Dang, V.T. (2015). An Integrated model to explain how corporate  social responsibility
affects corporate financial performance. Sustainability, 7, 8292-8311.

Luo, W, Song, L.J., Gebert, D.R., Zhang, K., & Feng, Y. (2016). "How does leader communication style promote

employees’ commitment at times of change?” Journal of Organizational Change Management, 29(2),
242-262.

Lunenburg, F. C. (2011). Communication: The Process, Barriers, and Improving Effectiveness. Schooling, 1(1),
1-11.

Lunenburg, F. C. (2011). Organizational culture-performance relationships: Views of Excellence and Theory Z.
National forum of educational administration and supervision Journal, 29 (4), 1-10.

Lynch, R. (2000). Corporate Strategy. Harlow Pearson Education.

Lytle, R., & Timmerman, E.J. (2006). Service orientation and performance: An organizational perspective. Journal
of Services Marketing, 20,136-147.

Mabey, C., & Mayon-White, B. (1993). Managing change. London: The Open University.

Maboko, A. (2012). Relationship between strategic change management and employee performance at the
Ministry of Finance, Kenya. (Unpublished master’s thesis). Department of Business Administration, School
of Business, University of Nairobi

MacKay, R.B., and Chia, R. (2013). “Choice, chance, and unintended consequences in strategic change: A process
understanding of the rise and fall of NorthCo Automotive”. Academy of Management Journal, 56(1),
208-230.

Mahmood S., & Rehman A.U. (2015). Impact of effective vision attributes on employee satisfaction.
International Journal of Economics & Management Sciences, 5(2): 1-13.

Mahon, J.F., & Millar, C.C.J.M. (2014). Management: the challenges of global age diversity for corporations and
governments. Journal of Organizational Change Management,  27(4), 553-568.

Mainardes, E.W., Alves, H., & Raposo, M. (2011). "Stakeholder theory: issues to resolve", Management Decision,
49(2), 226-252.

Malek, R., & Yazdanifard, R. (2012). Communication as a crucial lever in change management. /IRACST-
International Journal of Research in Management & Technology (IJRMT), 2(1), 52-57.

Malhotra, N.K., Kim, S.S., & Agarwal, J. (2004). Internet users’ information privacy concerns(IUIPC): The
construct, the scale, and causal model. Information Systems Research, 15(4), 336-355.

Manning, T. (2012). Managing change in hard times. Industrial and Commercial Training, 44 (5), 259-267.

- 1030 - | The Strategic Journal of Business & Change Management. ISSN 2312-9492(Online) 2414-8970(Print). www.strategicjournals.com



Manzoor, S.R., Ullah, H., Hussain, M., & Ahmad, Z.M. (2011). Effect of teamwork on employee performance.
International Journal of Learning & Development, 1(1), 110- 126.

Marr, B., & Adams, C. (2004). The balanced scorecard and intangible assets: Similar ideas, unaligned concepts.
Measuring Business Excellence, 8(3), 18-27.

Mason, R. (2007). “The external environment’s effect on management and strategy. A complexity theory
approach”. Management Decision, 45(1), 10-28.

Mathooko, F.M., & Ogutu, M. (2015). Porter’s five competitive forces framework and other factors that
influence the choice of response strategies adopted by public universities in Kenya. International Journal
of Educational Management, 29 (3), 334-354.

Mayfield, P. (2014). "Engaging with stakeholders is critical when leading change". Industrial and Commercial
Training, 46(2), 68-72.

Mazzei, A. (2010). Promoting active communication behaviours through internal communication, Corporate
Communications: An International Journal, 15(3), 221- 234.

Mchunu, H.T. (2010). Stakeholder involvement by the school management teams in managing change: A case
study in selected Kwamashu secondary schools. (Unpublished master’s thesis). University of South
Africa.

McKay, K., Kuntz, J.R.C., & Naswall, K. (2013). The effect of affective commitment, communication and
participation on resistance to change: The role of change readiness, New Zealand Journal of Psychology,
42(1), 55-66.

McKenna, E. (2012). Business psychology and organizational behaviour. 5th ed. New York: Psychology Press.

McNeal, G.S. (2010). Organizational Culture, Professional Ethics, and Guantanamo. Case WesternReserve Journal
of International Law, 4(1/2), 125-149.

Messner, W. (2013). Effect of organizational culture on employee commitment in the Indian IT services sourcing
industry. Journal of Indian Business Research, 5(2), 76-100.

Mintzberg, H., Ahlstrand, B., & Lampel, J. (1998). Strategy safary: A guided tour through the wilds of strategic
management. USA: The Free Press.

Mintzberg, H., & Quinn, J. (1991). The strategy process: Concepts, contexts, cases. New Jersey: Prentice Hall.

Mintzberg, H. (1994). The fall and rise of strategic planning. Harvard Business Review, 72(1), 107-114.

Mohamed, A.l., & Abukar, A.A.S. (2013). The impact of organizational culture on employees performance of
Mogadishu universities. Academic Research International, 4(6), 382- 391.

Mowday, R.T., Porter, L.W., & Steers, R.M. (2013). Employee-organization linkages: The psychologyof
commitment, absenteeism, and turnover. New York, NY. Academic Press.

Muafi, J. (2011). Causes and consequences of deviant workplace behavior. International Journal of Innovation,
Management and Technology, 2(2), 123-12.

Muchira, W.N. (2013). Relationship between strategy implementation and performance in commercial banks in
Kenya. (Unpublished master’s thesis). School of Business, University of Nairobi.

Mugenda, G. A. (2008). Social science research. Kijabe. Printing press.

Mugenda, O. M., & Mugenda, A. G. (2003). Research Methods: Quantitative and Qualitative Approaches.
Nairobi: Acts Press.

Mulili, B. M., & Wong, P. (2011). Continuous organizational development (COD). Industrial and  Commercial
Training, 43(6), 377-384.

- 1031 - | The Strategic Journal of Business & Change Management. ISSN 2312-9492(Online) 2414-8970(Print). www.strategicjournals.com



Mungai, B. W. (2011). The people dimension in managing change at Kenya Power and  LightingCompany.
(Unpublished MBA) School of Business, University of Nairobi, Kenya.

Muogbo, U.S. (2013). The impact of strategic management on organisational growth and development (a study
of selected manufacturing firms in Anambra State). Journal of Business and Management (IOSR-JBM),
7(1), 24-32.

Murage, G.M.M. (2011). Challenges facing Kenya prisons in implementing reform strategies. (Unpublished MBA)
School of Business, University of Nairobi, Kenya.

Murimi, M.M., & Omondi, H. (2014). Influence of stakeholders involvement in  organizational leadership on
university performance: The case of Karatina University. International Journal of Current Business and
Social Sciences IJCBSS, 1(2), 361- 373.

Mwema, N. W., & Gachunga, H. G. (2014). The influence of performance appraisal on  employee productivity
in organizations: A case study of selected WHO offices in East Africa. International Journal of Social

Sciences and Entrepreneurship, 1 (11), 324- 337.

Mwongeli, N.S. (2016). Influence of transformational leadership on employee performance. A case study of
Safaricom Limited. (Unpublished master’s thesis). Jomo Kenyatta University of Agriculture and
Technology.

Myers, R.H. (1990). Classical and modern regression with applications. 2™ edn. Boston. Mass:  PWS- Kent.

Naghibi, M.A., & Baban, H. (2011). Strategic change management: The challenges faced by organizations.
Paper presented at the International Conference on Economics and Finance Research,IACSIT Press,
Singapore.

Naeem, S., & Khanzada, B. (2018). Role of transformational leadership in employee's performancewith
mediating role of job satisfaction in health sector of Pakistan. Journal of Health Education Research &
Development, 6(1). doi:10.4172/2380- 5439.1000245.

Naweed, A., & Ambrosetti, A. (2015). "Mentoring in the rail context: the influence of training, style, and
practice". Journal of Workplace Learning, 27(1), 3-18.

Nebo, C.S., Nwankwo, P.N., & Okonkwo, R.l. (2015). The role of effective communication on organizational
performance: A study of Nnamdi Azikiwe University, Awka. Review of Public Administration and
Management, 4(8), 131-148.

Nelson, D. L., & Quick, J. C. (2011). Understanding organizational behaviour. Belmont: Cengage South-
Western.

Nelson, W. A., & Gardent, P. B. (2011). Organizational values statements. Healthcare Management Ethics,
March/April, 56-59.

Ngechu, M. (2004), Understanding the research process and methods. An introduction to research methods.
Nairobi. Acts Press.

Ng'ong’a, A.E., & Alang’o, O.G. (2015). Stakeholders involvement in change management at Kenya Power and
Lighting Company Limited. International Journal of Small Business and Entrepreneurship Research, 4(1), 1-
20.

Njanja, W.L., Maina, R.N., Kibet, L.K., & Njagi, K. (2013). Effect of reward on employee performance: A case of
Kenya Power and Lighting Company Ltd, Nakuru, Kenya. International Journal of Business and
Management, 8(21), 41-49.

- 1032 - | The Strategic Journal of Business & Change Management. ISSN 2312-9492(Online) 2414-8970(Print). www.strategicjournals.com



Njuguna, E.N., & Muathe, S.M.A. (2016). Critical review of literature on change management on employees
performance. International Journal of Research in Social Sciences, 6(3), 9-22.

Nonaka, I. (1988). ‘Creating organizational order out of chaos: Self-renewal in Japanese firms’. Harvard Business
Review, November—December, 96—-104.

Nyaura, J.E., & Ngugi, M.N. (2014). A critical overview of the Kenyan Prisons System: Understanding the
Challenges of Correctional Practice. International Journal of Innovation and Scientific Research, 12(1), 6-
12.

Neves, P. & Eisenberger. R. (2012). Management communication and employee performance: The
contribution of perceived organizational support, Human Performance, 25(5), 452-464.

Newing, H. (2011). Conducting research in conservation: Social science methods and practice. New York.
Routledge.

Nzuve, S., & Njeru, L. (2013). Perceived factors affecting performance management among local authorities in
Kenya; A case of the City council of Nairobi. DBA Africa Management Review, 3 (2), 59-69.

Obiwuru, T.C., Okwu, A.T., Akpa, V.O., & Nwankwere, I.A. (2011). Effects of leadership style on organizational
performance: a survey of selected small scale enterprises in lkosi-Ketu council development area of
Lagos state, Nigeria. Australian Journal of Business and Management Research, 1(7), 100-111.

O’Brien, R.M. (2007). A caution regarding rules of thumb for variance inflation factors. Quality&Quantity,
41(5), 673-690.

Ojo, O. (2009). Impact assessment of corporate culture on employee job performance. Business Intelligence
Journal, 2(2), 388-397.

Olajide, O.T. (2017). Change management and its effects on organizational performance of Nigerian Telecoms
Industries: Empirical insight from Airtel Nigeria. International Journal of Humanities Social Sciences and
Education (IJHSSE), 1(11), 170-179.

Oliveira, J.A.L., Ferreira, M.A.M., Oliveira,S.R.M., & Souza,T.C. (2017). Exploring the influence of stakeholders on
management Performance of Public-Private Partnership Projects of Road Transport Infrastructure in
Brazil. European Journal of Scientific Research, 146(4), 405 -416.

Omondi, M.P., Ombui, K., & Mungatu, J. (2013). Factors affecting effective strategy implementation for
attainment of Millennium Development Goal 5 by International Reproductive Health Non-
Governmental Organizations in Kenya". The TQM Journal, 25(5), 507-519.

Onyango, 0O.J. (2013). The paradox of prison reforms. International Journal of Research in Social Sciences, 2 (3),
44-47.

Ochieng, J., Muturi, D., & Njihia, S.N. (2015). The impact of ISO 9001 implementation  on organizational

performance in Kenya. The TQM Journal, 27(6), 761-771.

Oloo, J.W. (2011). The Practice of Probation Paper presented at the Commonwealth East African Workshop on
Alternative Sentencing and Strategies to Reduce Prison  Overcrowding, Kigali May 2011.

Onyango, O. J. (2013). The challenges facing rehabilitation of prisoners in Kenya and the mitigation strategies.
International Journal of Research in Social Sciences, 2(2), 39- 43.

Osarenren, N., & Ogunleye, T. (2009). Gender differences in job ability perception and task performance among
professions. Edo Journal of Counselling, 2(1), 66-74.

Osibanjo, 0.A., Adeniji, A.A., Falola, H.O., & Heirsmac, P.T. (2014). Compensation packages: a strategic tool for
employees’ performance and retention. Leonardo Journal of Sciences, 25, 65-84.

- 1033 - | The Strategic Journal of Business & Change Management. ISSN 2312-9492(Online) 2414-8970(Print). www.strategicjournals.com



Owila, R.A. (2015). Age and gender influence on inmate perception of prison reforms: A case of Eldoret GK
prison in Rift Valley province of Kenya. Global Journal of Political Science and Administration, 2(5), 23-27.

Ozdem, G. (2011). An analysis of the mission and vision statements on the strategic plans of higher
education institutions. Kuram ve Uygulamada Egitim Bilimleri, Educational Sciences: Theory & Practice.

Papulova, Z. (2014). The Significance of Vision and Mission Development for Enterprises in Slovak
Republic. Journal of Economics, Business and Management, 2(1), 12-16.

Parlalis, S.K. (2011). Management of organizational changes in a case of de-institutionalization. Journal of Health
Organization and Management, 25(4), 355-384.

Pattison, S., & Edgar, A. (2011). Integrity and the moral complexity of proffessional practise. Nursing Philosophy,
2 (2), 94-106.

Pearce, J. A., & Robinson, R. B. (2000). Strategic management — formulation, implementation and control.
Boston: McGraw-Hill Higher Education.

Peil, M. (1995). Academics and African government: a shaky relationship. In Myers, D. (ed.). Reinventing the
Humanities, Australian Scholarly. Victoria. Publishing, Kew.

Peleg, S. (2012). The role of leadership in the education system. Education Journal, 1(1), 5- 8.

Penal Reform International. (2012). Alternatives to imprisonment in East Africa: trends and challenges.
London: Penal Reform International.

Penal Reform International. (2016). Community service and probation for women: A study in Kenya. London:
Penal Reform International.

Peterson, D. B., & Hicks, M. D. (1996). Leader as coach: Strategies for coaching and developing others.
Minneapolis, MN: Personnel Decisions International.

Petrini, J., Dias, R. A., Pertile, S. F., & Mourao, G. B. (2012). Degree of multicollinearity and variables involved in
linear dependence in additive- dominant models, Journal of Management, University of Sao Paulo,
47(12), 1743-1750.

Pettigrew, A. M. (1990a). ‘Longitudinal field research on change: theory and practice’.  Organizational Science,
3(1), 267-92.

Pettigrew, A. M. (1990b). ‘Studying strategic choice and strategic change’. Organizational Studies, 11(1), 6-11.

Pettigrew, A. M., Hendry, C. N., & Sparrow, P. (1989). Training in Britain: Employers’ Perspectives on Human
Resources. London: HMSO.

Pietro, W.D. (2014). Time punctuality and economic performance. Journal of Social Science Studies, 1(2), 136-
145.

Porter, J. (2010). Validity of Study Instruments. (2nd Ed.). London: Thomas Learning Press.

Poutanen, P., Siira, K., & Aula, P. (2016). Complexity and Organizational Communication: A Quest for Common
Ground. Human Resource Development Review, 15(2), 182—-207.

Powers, E.L. (2012). Organizational mission statement guidelines revisited. International Journal of Management
& Information Systems. 16, 281-290

Pradeep, D.D., & Prabhu, N.R.\V. (2017). The relationship between effective leadership and employee
performance. Paper presented at the 2011 International Conference on Advancements in Information
Technology with workshop of ICBMG 2011 IPCSIT. IACSIT Press, Singapore.

- 1034 - | The Strategic Journal of Business & Change Management. ISSN 2312-9492(Online) 2414-8970(Print). www.strategicjournals.com



Preethi, S.P. (2017). Measuring organisational commitment, is punctuality a parameter: A study on
pharmaceutical sales personnel. International Journal of Science Technology and Management, 6(3), 525-
532.

Preston, L. E., & Sapienza, H. J. (1990). Stakeholder management and corporate performance. Journal of
Behavioral Economics, 19: 361-75.

Prigogine, I. (1984). Order out of chaos. New York, NY; Random House.

Public Service Commission, Republic of Kenya. (2016). Diversity policy for the Public Service. Nairobi: The
Government Printer.

Public Service Commission, Republic of Kenya. (2016). Guidelines to the staff performance appraisal system
(SPAS) in the Public Service. Nairobi: The Government Printer.

Public Service Commission, Republic of Kenya. (2016). Human resource policies and procedures manual for the
public service. Nairobi: The Government Printer.

Qiu, T., & Peschek, B.S. (2012). "The effect of interpersonal counterproductive workplace behaviors on the
performance of new product development teams," American Journal of Management, 12(1), 21-33.

Rajasekar, J. (2014). Factors affecting effective strategy implementation in a service industry: A study of
electricity distribution companies in the Sultanate of Oman. International Journal of Business and Social
Science, 5, 9(1), 169-183.

Rajhans, K. (2012). Effective organizational communication: A key to employee motivation and performance.
Interscience Management Review (IMR), 2 (2), 81-85.

Reissner, S.C. (2011). Patterns of stories of organisational change. Journal of Organizational Change
Management, 24(5), 593-609.

Republic of Kenya. (2010). The Constitution of Kenya. Nairobi: National Council for Law Reporting  with  the
Authority of the Attorney General.

Rezvani, S., Dehkordi, G.J., & Shamsollahi, A. (2012). Managing strategic change for organizations. International
Journal of Academic Research  in Economics and Management Sciences, 1 (3), 112-122.

Riccaboni, A., and Leone, E.L. (2010) "Implementing strategies through management control systems: The
case of sustainability". International Journal of Productivity and Performance Management, 59 (2), 130-
144.

Richards, J. C., & Schmidt, R. (2002). Longman dictionary of language teaching and applied linguistics. 3" ed.
London: Longman.

Riot, E., & Burgade, E.D.L. (2012). “Stamping la poste: An illustration of the influence of societal effects on
strategic change”. Journal of Strategy Management, 5(2), 175-210.

Robbins, S.P. (1986). Organizational behaviour: Cases, concepts and controversies. New Delhi: Prentice Hall.

Roos, J. (2013) "The benefits and limitations of leadership speeches in change initiatives". Journal of
Management Development, 32(5), 548-559.

Rosén, I. (2014). Leadership in organizational change: The leader’s role in an organizational change: A case
study at Lantmditeriet. (Unpublished master’s thesis). Department of Business Administration,
University of Gothenburg, School of Business, Economics and Law.

Rumasukun, S.F.A., Rante, Y., Wambrauw, 0.0., & Bharanti, B.E. (2015). The influence of human resource
management strategy and competence on employee performance with  the mediation of work
motivation, organizational commitment and work culture (study at the official of management of

- 1035 - | The Strategic Journal of Business & Change Management. ISSN 2312-9492(Online) 2414-8970(Print). www.strategicjournals.com



communication and information technology of Papua Province). International Journal of Business and
Management Invention, 4(8), 15-27.

Rusly, F.H., Corner, J.L., & Sun, P. (2012). “Positioning change readiness in knowledge = management research”.
Journal of Knowledge Management, 16 (2), 329-355.

Russo, A. & Perrini, F. (2010). Investigating stakeholder theory and social capital: CSR in large firms and SMEs. J.
Bus. Ethics, 91, 207-221.

Santos, J.B., & Brito, L. A. L. (2012). Toward a subjective measurement model for firm  performance. BAR, Rio
de Janeiro, 9(6), 95-117.

Saunders, M., Lewis, P., & Thornhill, A. (2009). Research methods for business  students. (Fifth edition).
Harlow; Pearson Education Limited.

Schein, E.H. (1985), Organizational culture and leadership: A dynamic view. San Francisco, CA; Jossey-Bass.

Schein, E. H. (1996). ‘Kurt Lewin’s change theory in the field and in the classroom: notes towards a model of
management learning’. Systems Practice, 9(1), 27-47.

Schein, E. H. (2010). Business and management: Organizational culture and leadership. (4th Edition). NJ, USA.
Jossey-Bass, Hoboken.

Schouten, M., & Buyi, T. (2010). 100-days rapid change initiatives in African public water utilities. International
Journal of Public Sector Management, 23(5), 431-443.

Schreyogg, G., & Steinmann, H. (1987). Strategic control: A new perspective. Academy of Management Review,
12(1), 91-103.

Sekaran, U., and Bougie, R. (2016). Research methods for business- a skill building approach. (7" edition).
Chichester; John Wiley & Sons.

Sevilla, C. G., et. al (2007). Research methods. Quezon City. Rex Printing Company

Shahzad, F., Lugman, R. A, Khan, A. R., & Shabbir, L. (2012). Impact of organizational culture on organizational
performance: An overview. Interdisciplinary Journal of  contemporary Research in Business, 3 (9), 975-
985.

Sharam, B. M., & Elizabeth, J. T. (2015). Qualitative Research: A Guide to Design and Implementation. San
Francisco, Jossey-Bass Publishers.

Shapira-Lischshinsky, O. (2010). Team culture perceptions, commitment, and effectiveness: teamwork effects.
Educational Practice and Theory, 32(2), 33-56.

Sheikh, M. (2013). The role of communication in change management: A case study on the merger of
Boreda and Virderingsdata. (Unpublished master’s thesis). Department of Applied Information
Technology, University of Gothenburg, Gothenburg, Sweden.

Shen, H., Gao, Y., & Yang, X. (2017) "Matching organizational climate and control mechanisms for fast strategic
change in transitional economics: Evidence from China". Journal of Organizational Change Management,
30 (2), 124-141.

Shivonne, F.K.I. (2006). Complexity theory and staff development: APERA Conference 2006 Macau Inter-
University Institute, Hong Kong.

Shvindina, H. (2017). Leadership as a driver for organizational change. Business Ethics and Leadership, 1(1), 74-
82.

- 1036 - | The Strategic Journal of Business & Change Management. ISSN 2312-9492(Online) 2414-8970(Print). www.strategicjournals.com



Simionescu, L.N. (2015). The stakeholders ability to influence the relationship between Companies Financial
Performance (CFP) and Corporate Social Responsibility (CSR). Annals of the “Constantin Brdncusi”
University of Térgu Jiu, Economy Series, 1(ll), 246-250.

Singh, K.S. (2011). Leadership & Organizational Learning in Knowledge Management Practices in  Global
Organizations. The Indian Journal of Industrial Relations, 47(2), 353-365.

Sokro, E. (2012). Analyze of the relationship that exists between Organizational Culture, Motivation and
Performance. Problems of Management in the 21 Century, 3, 106-119.

Sotunde, O.A. (2012). Influence of vision and mission statement on organizational effectiveness: An appraisal of
a private sector experience in Nigeria. The Pacific Journal of Science and Technology, 13(1), 389-397.

Stace, D., & Dunphy, D. (1996). Beyond the boundaries:Leading and re-creating the successful enterprise.
Sydney: McGraw-Hill.

Stacey, R. D. (1993). Strategic management and organisational dynamics. London: Pitman.

Stensaker, B., Frglich, N., Huisman, J., Waagene, E., Scordato, L., & Botas, P.P.  (2014). Factorsaffecting
strategic change in higher education. Journal of  Strategy and  Management, 7(2), 193-207.

Stroh, U., & Jaatinen, M. (2002),"New approaches to communication management for transformation and
change in organisations". Journal of Communication Management, 6(2), 148 — 165.

Sucozhafiay, D., Siguenza-Guzman, L., Zhimnay, C., Cattrysse, D., & Wyseure, G. (2014). Transformational
Leadership and Stakeholder Management in Library Change. Liber Quarterly, 24(2), 55-83.

Sundi, K. (2015). Effect of transformational leadership and transactional leadership on employee performance
of Konawe Education Department at Southeast Sulawesi Province. International Journal of Business and
Management Invention, 2 (12), 50-58.

Svinicki, M.D. (2010). A guidebook on conceptual frameworks for research in engineering education. University of
Texas. Rigorous Research in Engineering Education.

Tamayo-Torres, |., Leopoldo, J., Gutiérrez-Gutiérrez, L., Llorens-Montes, F.J., and Martinez-Lépez, F.J. (2016).
"Organizational learning and innovation as sources of  strategic fit". Industrial Management & Data
Systems, 116(8), 1445-1467.

Tannenbaum, R., Weschler, |., & Massarik, F. (2013). Leadership and organization. New Delhi. Routledge.

Tarus, D.K., & Aime, F. (2014). "Board demographic diversity, firm performance and strategic change: A test of
moderation". Management Research Review, 37 (12), 1110-1136.

Tichy, N.M. (1983). Managing strategic change: Technical, political, and cultural dynamics. New York: John
Wiley.

Tinofirei, C. (2011). The unique factors affecting employee performance in non- profit organisations.
(Unpublished master’s thesis). University of South Africa.

Tourish, D., & Hargie, D.W. (1998). Communication between managers and staff the NHS: Trends and prospects.
British Journal of Management, 9, 52- 71.

Trompenaars, F. (1994). Riding the waves of culture: Understanding cultural diversity in global business. Burr
Ridge: lllinois. Irwin Professional Publishing.

Tudor, L. (2014). Change management — challenge and opportunity for sustainable development of Romanian
companies. Proceedings of the 8th International Management Conference "Management Challenges for
Sustainable Development", November 6th-7th, 2014, Bucharest, Romania.

- 1037 - | The Strategic Journal of Business & Change Management. ISSN 2312-9492(Online) 2414-8970(Print). www.strategicjournals.com



Uddin, M.H. (2013). Role of transformational leadership in organizational change: mediating role of trust.
Journal of Business and Management, 7 (2), 72-76.

Ukaidi, C.U.A. (2016). The influence of leadership styles on organizational performance in Nigeria. Global Journal
of Human Resource Management, 4(4), 25-34.

United Nations Office on Drugs and Crime (UNODC). (2012). A second chance: A Report on  Alternatives  to
Imprisonment and the Social Reintegration of Offenders in Kenya. Nairobi: United Nations Office on Drugs
and Crime (UNODC).

Varney, S. (2007). Learning in complex organisations: Uncovering the secrets of successful practice. Horsham:
West Sussex. Roffey Park Institute.

Veliu, L., Manxhari, M., Demiri, V., & Jahaj, L. (2017). The influence of leadership styles on employee’s
performance. Vadyba / Journal of Management, 31(2), 59-69.

Viitala, R. (2014). "Leadership in transformation: A longitudinal study in a nursing organization". Journal of
Health Organization and Management, 28(5), 602- 618.

Vinesh. (2015). Role of training & development in an organizational development. International Journal of
Management and International Business Studies, 4(2), 213 - 220.

Walley, P. (2013). "Stakeholder management: the sociodynamic approach". International Journal of Managing
Projects in Business, 6(3), 485-504.

Wamugu, J.W., & Ogolla, K. (2017). Role of stakeholders participation onthe  performance of constituency
development fund projects in Mathira east constituency in Kenya. International Academic Journal of
Information Sciences and Project Management, 2(1), 104-125.

Wang, Y., and Wang, K.Y. (2017). “How do firms tackle strategic change? A theoretical model of the choice
between dynamic capability-based and ad hoc  problem-solving approaches”. Journal of Organizational
Change Management, 30(5), 725-743.

Wanjiku, N.A., & Agusioma, N.L. (2014). Effect of organisation culture on employee performance in Non-
Governmental Organizations. International Journal of Scientific and Research Publications, 4(11), 1-12.

Wanyama, M. N. (2013). Stakeholder involvement in change management at Kenya Ports Authority.
(Unpublished master’s thesis). School of Business, University of Nairobi, Kenya.

Wanza, L., & Nkuraru, J.K. (2016). Influence of change management on employee performance: A case of
University of Eldoret, Kenya. International Journal of Business and Social Science, 7(4), 190-199.
Wedaga, S. (2012). Assessment of the effect of disciplinary procedures on employee punctuality and performance
at AngloGold Ashanti, Obuasi mine. Unpublished master’s thesis, Kwame Nkrumah University of Science

and Technology.

White L.P., & Wooten, K.C. (1985). Professional ethics and practice in organizational development. New
York, NY; Praeger.

White, L.T., Valk, R., & Dialmy, A. (2011). What Is the Meaning of “On Time”? The Sociocultural Nature of
Punctuality. Journal of Cross-Cultural Psychology, 42(3), 482 -493.

Wilson, D.C. (1992). A strategy of change. London: Routledge.

Wright, P., Kroll, M., & Parnell, J. (1997). Strategic management: Concepts. 4th ed. New

Jersey: Prentice-Hall.
Yamane, Taro. (1967): Statistics: An Introductory Analysis. 2nd Ed., New York: Harper and Row.

- 1038 - | The Strategic Journal of Business & Change Management. ISSN 2312-9492(Online) 2414-8970(Print). www.strategicjournals.com



Yang, Y.F. (2008). The roles of human resources, information technology, and marketing knowledge capabilities
in performance: An extension of the resource-based theory perspective. Social Behavior and Personality:
An International Journal, 36(9), 1269-1282.

Yukl, G.A. (2013). Leadership in organizations. 8th ed. England: Pearson Education, Limited.

Yusuf, M.O., Muhammed, U.D., & Kazeem, A.O. (2014). Management of Leadership Style: An Approach to
employee performance and effectiveness in Nigeria. International Journal of Humanities Social Sciences
and Education (IJHSSE), 1(2), 17-29.

Zhang, Y. and Rajagopalan, N. (2010), “Once an outsider, always an outsider? CEO origin, strategic change, and
firm performance”, Strategic Management Journal, 31(3), 334- 346.

Zerfass, A., & Sherzada, M. (2015). "Corporate communications from the CEQ’s perspective:  How top
executives conceptualize and value strategic communication". Corporate Communications: An
International Journal, 20(3), 291-309.

Zgodavova, K., Kisela, M., & Sutoova, A. (2016). Intelligent approaches for anorganisation’smanagement system
change. The TQM Journal, 28(5), 760-773.

Zohrabi, M. (2013). Mixed method research: instruments, validity, reliability and reporting findings. Theory and
Practice in Language Studies, 3(2), 254-262.

Zolin, R., Cheung, Y. K. F., & Turner, R. (2012). Project managers’ understanding of stakeholders’ satisfaction.
Project Perspectives, 34, 10-15.

- 1039 - | The Strategic Journal of Business & Change Management. ISSN 2312-9492(Online) 2414-8970(Print). www.strategicjournals.com



