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ABSTRACT

Theimplementationphaseofchangemanagementpointedasthemostchallenging

factor.Thus,thisstudyintendedtoidentifyfactorsthatchallengetoimplement

changemanagementinpublicsector.To addressthestudyobjectives,public

sectorselectpurposiveorjudgmentalsamplingmethodandthesamplesizeof206

respondentswereselectedtoproportionalstratifiedsamplingmethodwasusedto

collectdata.Thedataforthisstudywereobtainedfrom primarysourcequalitative

datacollectionmethodswereemployed.Theinstrumentusedtogatherqualitative

datawasLikerscalecloseendedquestionnaire.Datapresentation,analysisand

interpretationaremadewiththeaidofregressionanddescriptivestatistics.Major

findingsofthestudyinclude:themajorchangemanagementpracticechallenging

factorwereemployeeandmanagerattitude,publicsectorstructure,publicsector

culture and public sectorinternaland externalcommunication.Challenges lie

managing thehuman dimensionsofchange,weakerand inconsistentsupport

providedbytopmanagement,lackofcommitment,nostrongbaselineassessment.

Basedonthefindingofthestudythepaperconcludesthatchangemanagementin

guragezonepublicsectorhaschangeemployeeandmanagerattitude,public

sectorstructure,publicsectorculture,publicsectorcommunicationtoproducea

significant impact on public sector change management implementation

improvementand wasgaining the competitive advantagesexpected from the

radicalchange.Itrecommendsthatchangeagentsresponsibleofleading the

changemanagementpractices,implementationofchangemanagementandthe

publicsectormission,strategyandkeylongterm objectivesisstronglyrelatebythe

personalgoalsandvaluesofitsmanagement.Theorganization,shouldsetupits

ownemployeeandmanager accountabilityandresponsibility,trainingprogram,

experiencesharingschedule,dailyandweeklyindividualactivityevaluationprogram,

rewardingsystem enhancedthatbestfittotheirorganizationandhelpsinachieving

itsgoalseffectivelyandefficiently.

Keywords:ChangeManagementPractice,Challengefactors,publicsectors
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CHAPTERONE:INTRODUCTION

1.1. BackgroundofTheStudy

Changeislife,lifeischange.Itjusthappens,liketheweather.Changesresultfrom

chance,choice,orcrises,andaregenerallyunpredictable.Buttheprocessof“how”we

move through life’s changes is predictable.The price offrequent,chaotic,or

mismanagedchangecanbehigh.Changemanagementrequirescare;nochangeistoo

smallforskilledhandling(Salerno,Ann&Brock,andLillie,2008.)

Organizationalchangemanagementasadistinctmanagementpracticehasbeenintroduced

totheworldofbusinessaroundthemiddleofthe20thcentury.Sincethen,managersand

professionalshaverecognizedthatchangemanagementor“theapproachtothetransition

ofindividuals,teamsandorganizationstoadesirablefuturestate”(Kotter,2011),canand

should be an essentialmanagerialskill,adding value and supporting the strategic

managementofanorganization.(JohnKotter,1995)Pointsoutthatchangehappens

whetherwewanttoornot,butthechoicetomanageitinastructuredandeffective

mannermakesthedifferencebetweenthesuccessandfailure,notonlyforthechange

initiativebutalsofortheentireorganization

Accordingto Jones,G.andGeorge,Changemanagementcanbedefinedasthe

processofplanning;organizing,coordinatingandcontrollingthecompositionsofthe

environment,internaland externalto ensure that the process changes are

implementedaccordingtoapprovedplansandtheoverallobjectivesofintroducingthe

changesareachievedwithaslittledisruptionaspossible.Itmaybeimpossibleto

effectchangewithoutanyinconveniencetotheexistingprocessesandprocessors.In

effect,changemanagementisintendedtopreventdisruptionsandanyotherdeliberate

orinadvertentactsthatwould frustrate the processchange and to resolve any

disruptions.Change managementhelps ensure thatpredetermined objectives of

introducingtheprocesschangeareachieved,anditalsohelpspreventandresolve:

•Conflicts
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•Servicedisruption

•Cultureclashes

•Otherproblemsassociatedwithprocesschange

Changemanagementisnotrestrictedtoonelevelofmanagementinstead;itcuts

across the lower,middle and top levels of management,depending on the

circumstancesandthelevelofauthorityateachlevel.Organizationsandworking

placesareincontinuouschange,andthesechangesoccurbecauseOfexternalpowers,

which are making the organizations adapt to the environment,or internal

Organizationalchallengesmayappear.OrganizationalChangecanbetheresultof

decreasingProductivity,changesinthecoreproductionororganizationalstructure.It

isnaturaltoSeparatebetweenplannedchangeandchangeasareactiontothe

surroundingsorinternallywithintheorganization(JohnKotter,1995).

Managementimpliesgettingthingsdonerightintheinstitutions.Consequently,there

arebasicfunctionsofmanagement,planning,staffing,organizing,leading,directing,

controlling,reporting,andbudgeting(Robbins,Stephen.,2003).Here,itispossibleto

thinkaboutthesefunctionsasaprocess,whereeachstepbuildsontheothers.Itcan

bearguedthatthereisnorightwaytomanageandtostructureanorganizationand

institution.Although itis very difficultto predictthe future,we can build an

organizationalstructurewhichisfutureproof.Toaccomplishthis,theorganization

needsvisionarymanagerwhowillsteerasteadycourseofactionforoperation.

Inthisstudy,changemanagementpracticesisdefinedasthebestnormsorways

throughwhichchangecanbemanagedfactorinfluencingintheplaceofworkand

theseincludepublicsectorattitude,culture,structureandcommunication.Individuals

getimpactedbyorganizationalreformsastheydotasksdifferentlycomparedtothe

pastandthisneedstobemanagedsothattheoverallperformanceoftheentityisnot

negativelyaffected.Changemanagementenablesindividualstocopeupwiththeway

things are done in the future state.According to Meter(2009),the change

managementpractices available among others include;active executive support,
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effectivecommunication,training,resistancemanagementandemployeeinvolvement.

Allchangeefforts,thus,eventuallyrunintoconstraintsembeddedinthemanagement

systemsorcultureoftheorganizationandfailtoreachtheirpotential(Senge,P.,

2006).Publicsectororganizationsareoftenperceivedasresistingchange.

Aglobaltrendhasgovernmentsshiftingtobecometheenablerofpublicservicerather

thantheprovider(Thomas,P.G.,1996).Thismeansthatgovernmentsareoften

awardingcontractstoprivatecompaniestocarryouttheirservicestoemployeesand

thepublicratherthantheservicesbeingcarriedoutbypublicservantsthemselves.

Thistrendhasalso beencharacterizedbytheadoptionofcertainprivatesector

practicesandconcepts.Manyofthesechangeshavebeentheresultofincreased

public scrutiny with respectto the public sector.Critics have questioned the

effectivenessofservicedeliveryandthegovernment’sholdonpublicandnational

resources.Asaresult,therehasbeenashiftinperceptionsofthevalueofthepublic

service.Governmentorganizationshavemovedfrom afocusontraditionalpublic

administrationpracticestonewpublicmanagement,andtheincreasedpublicscrutiny

hasforcedthem toengageinchangeinitiativesaimedatadaptingtotheever-changing

externalenvironment(Backoff,R.W.andNutt,P.C.,1993).

Manypublicsectororganizationsseekcapacitybutnotchange.Theintroductionof

increased use ofappropriate change managementstrategies and methods in

developmentcooperationwilloftenberesistedduethedifficultyofprecisedefinition

oftheirresultsandtheuncertaintyoftheiroutcomes.Sincethen,managersand

professionalhave recognized thatchange managementor“the approach to the

transitionofindividuals,teamsandorganizationstoadesirablefuturestate”(Kotter,

2011),canandshouldbeanessentialmanagerialskill,addingvalueandsupportingthe

strategicmanagementofanorganization.(JohnKotter,1995)Pointsoutthatchange

happenswhetherwewanttoornot,butthechoicetomanageitinastructuredand

effectivemannermakesthedifferencebetweenthesuccessandfailure,notonlyfor

thechangeinitiativebutalsofortheentireorganization.Inthepastfew decadesa

greatbodyofworkhasbeenpublishedinthefieldofchangemanagement,consisting

indifferentapproaches,models,methodologiesandtools.
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In Guraghe zone factorinfluencing change managementpractice in the case of

BusinessProcessReengineering(BPR)implementationinpublicsectorisimportantto

make considerable contribution to create customer satisfaction conducive,

environmentandorganizationaldevelopmenttoenhanceemployeecommitmentsso

astowidenservicedeliverytothepublic.Thus,itisimportanttocarryoutstudiesin

relationtochallengefactorchangemanagementpracticewhicharenotconductedin

the study areas whether the zone public intuitions effectively utilize change

managementpractice ornot.Therefore,the purpose ofthis studyis to assess

challengefactoraffectingchangemanagementpracticesinthecaseofGuragezone

selected zonal public sectors to determine in terms of employee attitude

communication,publicsectorculture,andpublicsectorstructure.

1.2. StatementoftheProblem

Inthepastfewdecadesagreatbodyofworkhasbeenpublishedinthefieldofchange

management,consistingindifferentapproaches,models,methodologiesandtools.

However,studiesbyseveralauthorshaveshownaconsistentpatternoffailureof

changemanagementinitiatives.(JohnKotter,1995)indicatesthatonly30%ofmajor

changeinitiativesareconcludedsuccessfullyand,morethanadecadelater,in2009,

KellerandAikenconfirm thislowsuccessrateintheMcKinseyQuarterly,eventhough

theuseofchangemanagementmethodologieshasincreasedfrom 34% in2003to

72% in2011(Uhl,A.,2012)reportssimilarfindings:approx.60% ofplannedchanges

fail,mostlyduetoresistancemanifestedbyemployeesandmanagersalike.

Manyorganizationsarefacedwithchallengesthatforcethem toadjustorchange

(Burns,T & Stalker,G.M.,2004).Burnersalso statesthatin particular;regularly

organizationshavetogothroughchangeprocesseswhenhavingtorespondtonew

developmentscenariosorsimplyaspartoftheirexpansionorrestructuringprocesses.

Theimplicationsofchangeprocessesareunder-estimatedbyseniormanagementand

notmanagedadequately.Whenanorganizationispoorlyalignedtoitsenvironment,

changeisexpected.Theprocessofchangeisdifficultandchallengingandhencea

positiveattitudeandwillingnessisrequiredtoprecipitatechange.Encouragingbroad
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basedparticipationfrom thestakeholdersandpromotingdevelopmentofskillsand

competenciesisthebeststrategytoencouragechangemanagement(Wood,J.C.&

Wood,M.C.JohnP.Kotter.,2011)

Managingchangewithinthepublicsectorisaverycomplicatedtaskformanagerswho

havenotacquiredskillsonhowtomanagechange.Inthisconceptofchangewhatis

importantformanagerstounderstandandmanageisthepeople’sbehaviorandfear.

Thereactionsfrom peopleareunknownandirrational,somanager’swisdom isneeded

themosttocalm downthesituation(Niwosuikechukwu,W.&Nick,A,(2011).)Change

isnatural,endlessprocessandunavoidable.Itisasoldashumansocietyandnotjust

emanatedfrom this21thcentury.Ithadbeenthereforsomanyyears.Intheearly

1990schangebecomegreaterin sizedueto therapid growth ofmarkets,stiff

competitioninaglobaleconomy,andadvancedtechnologywhichtogetherbrought

newwayofdoingbusinessandmanagementonpublicsector(Markoweb,(2011))

(Anderson,2011)Showssomeofthereasonsoffailureasfollows;culturaltoxicityof

failedchange,ifpeopledon’ttrustyou,peoplecan’tbebothered,what’sinitforme?,

notknowingpurposeofitall,poorleadershipembedsandaccelerateresistance.

Professionalsand authorsagreethatthemainelementoforganizationalchange

managementthatcanleadtoeitherfailureorsuccessismanagingthehumansideof

change.Anyinitiativethatignoresthehumancontributionnecessaryincarryingouta

successfulchangeproject,thehumandynamicandtheunavoidablehumanresistance

tochange,from employees,managers,leadersoranyotherstakeholdersassociated

withpublicsectorservice,carriesahighrisk.Thispapermajorpresentsthreeofthe

bestknownchangemanagementmodels,allofthem stressingtheimportanceof

managingthehumansideofchange(Kotter(1995),AckermanandAnderson(2010)

andProsci-ADKAR(2006).Themethodologiesandtoolsassociatedwiththesethree

theoreticalmodelsareimportantresourcesforchangemanagementprofessionals

lookingtosuccessfullyimplementachangeprocessandbridgethegapbetweenthe

currentandthedesiredstateofpublicsectorchangemanagementimplementation

influencingfactor.
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There are limited researches studies regarding these areas in Ethiopia some

researchers studied issues thatfocus in related to CMP butmostofthem are

restricted to challenge and practice.(TENSAE ASHEBER,2016),Practices and

challengesofchangemanagement:inthecaseofgeosyntheticsindustrialworksplc)

he willstudyaboutKaisen. (DEBEB,2016)Challenges and practices ofchange

management:ThecaseofA.A.UBishoftuCampuswholookedatthestrategicchange

management.

.SinceEthiopiaiscategorizedunderdevelopingnationsandpublicservicecontribution.

Due to the above facts the governmenthas tried to implementvarious change

managementtoolslikeresultorientedsystem,BPR,KaizenandBSCtohelppublic

sectorstomakevariouschangesintheiroperationandtomakethem competent.

However,littleisknownabouttheirchallengesinchangemanagementpracticesin

Ethiopia.Variousresearchesshowedthattherearemanychallengesinthechange

managementandimplementationprocesslikeresistance,lackofknowledge,lackof

selfconfidenceinemployeesandinthemanagement,lackofcommitment

Inguragezonepublicsectorchangemanagementhasbeenusedinthepastmorethan

fifteenyearsd.Sometrialsweredoneinthepublicsectortoo,mostlyduetothe

requirementofthepublicsectorchangemanagementpracticesinfluencingfactorfor

aligningwiththepublicsectordeliveringservicetothecustomerEthiopianchange

managementimplementationstrategy,policiesandlegislation.Atthemomentthere

isagabanincreasingpublicinterestgettingserviceinthepublicsector,whileinthe

publicsectorchangemanagementisseverelyunderused,eventhoughitisconsidered

toidentifyfactorinfluencingchangemanagementimplementationinthepublicsector

torendserviceforthepublic.

Takingintoconsiderationtheabsenceofstudyintheareapublicsectorinfluence

factortoimplementchangemanagementpractice,eveninthepublicsectordeliver

servicetopubliccircumstancesofthesevereandongoingpublicinteresttogetservice

satisfaction,the authoraims to asses factorinfluencing change management

practices inselectedpublicsectors,establishingasolutionforinfluencingfactorto
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implementchangemanagement,identifyingthem basedontheassociatedlevelof

factorofchangemanagementpracticerisk.

Theanalysiswascarried outbytheauthorbased on primarydatacloseended

questionaries201respondanet respond Responses in the questionnaires were

tabulated coded and processed byuse computersoftware STATA version 13.0

programstoanalyzethedata

.TherearelimitedresearchstudiesregardingtheseareasinEthiopia.SinceEthiopiais

categorized under developing nations and its public sector contribution for

developmentis growing from time to time.Therefore,managementhas to give

attentiontothemainchallengeswhichisfacedintheimplementationprocess.The

pastliteraryand the theoreticalreview on change managementhave explained

differentresearchers’opinionson changemanagement.Noneoftheresearchers

clearlyexplainedhowpublicsectororganizationsshouldeffectivelyimplementchange

management.Thisstudyassessedchangemanagementpracticechallengingfactorin

thecaseofguragezoneselectedpublicsector.

From thechangemanagementpracticespointofviewtheresearchersuspectedthat

communication,attitude,publicsectorculture,andstructurearethemajorchallenging

factorofchangemanagementpractices.Thereforetheresearcherwilladdressthe

studythroughthefollowingbasicquestions

Basicresearchquestions

Thisstudywasdesignedtoprovideanswerstothefollowingbasicresearchquestions:

1.Whatisthechallengingfactorofcultureinguragezonepublicsectorstoimplement

changemanagement?

2.Whatisthechallengingfactorofattitudeinguragezonepublicsectortoimplement

changemanagement?
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3.How communicationfactorofchallengeinguragezonepublicsectortoimplement

changemanagement?

4.How structurefactorofchallengeinguragezonepublicsectortoimplementchange

management?

1.3. ObjectiveoftheStudy

1.3.1. GeneralObjectiveoftheStudy

Thegeneralobjectiveofthestudywasassessingchallengingfactortoimplement

changemanagementinGuragezoneselectedpublicsectors.

1.3.2.SpecificObjectiveoftheStudy

1.Toidentifychallengingfactorofcultureinguragezonepublicsectorstopractices

changemanagement.

2.Todeterminechallengingfactorofstructureinguragezonepublicsectorstopractice

changemanagement.

3.Toexplainchallengingfactorofattitudeinguragezonepublicsectors,toimplement

changemanagement.

4. Todifferentiatechallengingfactorofcommunicationinguragezonepublicsectorsto

implementchangemanagement.

1.4. SignificantoftheStudy

Thisstudywillprovideagreatimportancefortheguragezonepublicsectorstoidentify

thefactorchallengingofchangemanagementpracticethisstudymayforwardwhat

additionalroleandresponsibilityformanagersbeyondtheirusualroleofleadership.And

alsothisstudywilladdfurtherunderstandingaboutchangemanagementanditwillhave

greatcontributioninprovidingasliterature,resourceforotherresearchesandaboveallfor
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otherpublic services who are interested to enrich theirsystem aboutthe change

managementpractices. Andfinally,thisstudywillbesignificantinthat:-

Itinformsthemanagementofthepublicserviceabouttheexistingobstaclesof

change managementpractices in theirorganization and alarms them to take

appropriateactions.

Itwillalsoserveasasourcedocumentforthosewhowanttopursuefurtherstudy.

Itwillalsoserveasthevoicefortheemployees;becauseitletstheconcernedparties

getinformedofwhatisontheemployees’side.

Itwillalsoinform themanagementstowhichfactorofchangemanagementpractices

needmoreattentionandhelptotakeactionanddecisiontominimizetheobstacles?

1.5. ScopeoftheStudy

TheultimatescopeofthestudylimitedtoGuragezonesixselectpublicsectors

namely,FinanceandEconomicDevelopmentOffice(FEDO),AgricultureandNatural

Resource DevelopmentOffice (ANRDO),Town DevelopmentOffice (TDO),Health

Office(HO),RoadTransportOffice(RTO),andAdministrationOffice(AO).Thestudy

targetpopulationsareemployeeandmanagersthatimplementinselectpublicoffices.

Thestudywillconductqualitativeandquantitativeresearchapproaches.Intermsof

timescopethestudywouldhavebeenconductfrom may2019tojanuary2021.These

publicsectorofficeshadbeenselectedpurposivelysamplingtechniqueduetotheir

humanpowerandservicebehaviorstheyarecomparetoothers.Thisstudywilldelimit

changemanagementpracticeschallengingfactorinthecaseofguragezoneselected

publicsectors.

1.6. LimitationoftheStudy

The study limited on assessing challenging factor the practices of change

managementinsixzonalselectedpublicsectors.Itismainlyfocusedonsixzonal
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publicsectorswhichmaylimittheresearchertoconcludeaboutthepracticesof

changemanagementinthewiderzonalpublicsectors.Itmayhavealsodistribution

and collection ofdata limitation since itmainly focused on qualitative and

quantitative data which is collect from employee and manager through

proportionalstratifiedsamplingtechniquefrom eachsector.Itmayconstrainoftime

andfinance.

1.7. Terminology

Accordingto(Gordon,1992)thefollowingterminologywerestated:

Effectiveness:degreetowhichanactivityorinitiativeissuccessfulinachievinga

specifiedgoalordegreetowhichactivitiesofaunitachievetheunit'smissionorgoal

.Organization:thedesignoforganizationalentity,itsstructure,itsvisionandmission,

anddecisionmakingorgans.

Management:istheprocessofdefininggoals,determinetheresources-people,

finance,worksystem andtechnology-requiredtoachievethegoals,allocatethose

resourcestoopportunitiesandensurethatthoseactivitiestakeplaceasplannedin

ordertoachievepredeterminedobjectives.

Challenges:Forthisstudy,challengesareobstaclesorimpedimentsthathinder

effectivepracticesofchangemanagementinguragezoneselectedpublicservice.

CHAPTERTWO:ReviewofRelatedLiterature

Thegoalofthisliteraturereviewistodevelopaframeworkforthisstudyandtosituate

thestudywithinthebroadercontextofrelatedresearch.Inthissectiontheresearcher

triestoevaluatetheliteraturewhichisrelatedthequestionraisedandhow itwillbe
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answeredbythedifferentresearchersindifferentperspectives,situationstocompare

pastknowledgewrittenondifferentsourcesfamiliarwithwhatisalreadyknownand

alsowiththeunknownorunproved.ItwasaddressedwhatModels,type,strategy,

Processes,practicesandchallengesofchangemanagementindifferentliteratures

wasconductedbydifferentresearchers.

2.1.Whatischangeandchangemanagement?

Lifeischange,itjusthappens,liketheweather.Changesresultfrom chance,choice,or

crises,andaregenerallyunpredictable.Buttheprocessof“how”wemovethroughlife’s

changesispredictable.Thepriceoffrequent,chaotic,ormismanagedchangecanbe

high.Changemanagementrequirescare;nochangeistoosmallforskilledhandling

(Salerno,Ann&Brock,andLillie,2008.)Changeisanalterationofacompany’sstrategy,

organizationorcultureasaresultofchangeinitsenvironment,structure,technologyor

people.Amanager’sworkwouldbestraightforwardandsimpleifchangeswerenot

takingplace.Thesechangescouldbealterationinstructure,intechnology(equipment,

workprocessorworkmethods)aswellasinpeople((Passenheim,2010).

ChallengesofChangeareadeparturefrom anexistingprocessorwayofdoing

somethingtoanew processoradifferentwayofdoingthesamething.Aprocess

changecanbeanamendmenttoexistingprocessesanintroductionofanewprocess

orboth.Changesinanyform areintendedtobettertheorganizationovertheshort

term and/orlongterm.However,nomatterhowmarketablechangeideasaretheycan

befrustratedpurposefullyorinadvertentlyiftheyarenotwellmanagedduringall

stages.Poormanagementoftencausesthehugeinvestmentsinthechangeprocess

andthehighexpectationsthatcomewiththeideastoturntohugedisappointments.

AccordingtoJonesandGeorge,Changemanagementcanbedefinedastheprocess

of planning;organizing,coordinating and controlling the compositions of the

environment,internaland externalto ensure that the process changes are

implementedaccordingtoapprovedplansandtheoverallobjectivesofintroducingthe

changesareachievedwithaslittledisruptionaspossible.Itmaybeimpossibleto
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effectchangewithoutanyinconveniencetotheexistingprocessesandprocessors.In

effect,changemanagementisintendedtopreventdisruptionsandanyotherdeliberate

orinadvertentactsthatwould frustrate the processchange and to resolve any

disruptions.

Changemanagementisnotrestrictedtoonelevelofmanagementinstead;itcuts

across the lower,middle and top levels of management,depending on the

circumstancesandthelevelofauthorityateachlevel.Organizationsandworking

placesareincontinuouschange,andthesechangesoccurbecauseofexternalpowers,

which are making the organizations adapt to the environment,or internal

Organizationalchallengesmayappear.OrganizationalChangecanbetheresultof

decreasingproductivity,changesinthecoreproductionororganizationalstructure

((Jones,G.,&George,J.,2006).

2.2.Changemanagementpractices

Changemanagementpracticesaredefinedasthebestnormsorwaysthroughwhich

changecanbemanagedintheplaceofworkandtheseincludeactiveexecutive

support,effectivecommunicationandemployeeinvolvement:

Activeexecutivesupport:Thisistheabilityandwillingnessoftopmanagementto

enabletheorganizationtoachieveitsdesiredgoals.Itcanbeachievedthroughthe

skillsthattopmanagershaveinstrategicplanning,coachingandinvolvingthestaff

andtakingresponsibilityofalltheoutcomesorresultsoftheorganization.(Rucker,

1966),Attributesthesurvivaloforganizationstoactiveandeffectiveexecutiveswho

mustfirstmanage themselves effectivelybefore making effective decisions.He

furtheradvisesthatifexecutivesshouldsetagoodexamplebymakingthemselves

effective while carrying outtheirdutiesin the organization.Active and effective

executivefocusesontheorganizationalfutureandperformance.AccordingtoScott

Bare,teal(2013),developinganeffectiveoperational,aguideforfinancialservices,

boardsandmanagementtools,theyarguedthatwithinthecorporategovernance

structure,boards and managementneed to establish a mechanism in which
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operationalpolicies and procedures are implemented.They furtherstate that

executivesneedtoprovideadequateinformationtotheboardasthiswillensure

effectiverunningoftheenterprise.ThisthinkingisinlinewiththatofDucker(2004),

whenhearguedthatforexecutivestobeeffective,theyneedtotakeresponsibilityfor

whattheydecideandcommunicate.

EffectiveCommunication:Isasystematicwayofusingappropriatemediatobuild

relationships,listening,contextualizingandexercisinghumility.Itisensuringthatthe

rightmessagefrom thesenderreachestheintendedreceiverandthesendergetsa

rightfeedback.Effectivecommunicationoccurswhenthemessageasintendedbythe

senderisunderstoodbythereceiverofthemessage.Asorganizationsgrow,theonly

aspectwhichremainspermanentischange.(Oakland,J.,2000)Clearlystatesthatthe

strategy,changesandculturethatareestablishedwithinaninstitution,shouldbe

effectivelycommunicatedclearlyanddirectlyfrom topmanagementtoallemployees

and customersso thattheycan adjustin accordance to organizationalchange.

Attainmentoforganizationalgoalsandobjectivescanbeeasilybeingachievedwith

effectivecommunication.

Employee involvement:Employee involvement refers to the opportunities for

employeestotakepartindecisionsthataffecttheirwork.Itisconcernedwiththe

capacityofemployees to influence decisions as individuals ratherthan through

representatives(Eurofound,2013).Employeeinvolvementisdefinedashavingthe

dualaim ofengaging‘thesupport,understandingandcontributionofallemployeesin

anorganization’and‘seekingtoensuretheircommitmentandcooperationinthe

achievementofitsobjectives’(CIPD,2009).

Performance:Performanceforthisstudyisdefinedisameasuretoascertainasto

whethertheLocalGovernmentsdelivertherequiredseriestothecommunitiesand

whetherthedeliveredservicesareofacceptedquality.AccordingtoRadovanyetano

and Orelli(2009),performance measurementis an importantelementoflocal

governmentmodernization.Thistothem involvedidentificationofbestpracticesand

encourage local authorities to improve their own performance levels while
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emphasizingonservicedeliveryandqualityoftheservices.

InUganda,thereiswideliteratureregardingtheperformanceofLocalGovernmentwith

variationofviewsastowhetherdecentralizationhasbeenofhelporotherwise.T

(Tannenbaum, 1971)whocritically emphasized that since the adoption of

decentralizationpolicyinUgandaatthebeginningof1990s,attemptstoimprovethe

functioningofLocalGovernmentsthroughsystematicmonitoringhavenotyieldedthe

requiredresultsbecausethemechanismswhichhavebeenadoptedfocusthefiscal

andtechnicalaspectsofdecentralization.Theyfurtherpointoutonechallengelackof

properlyhighlightedroleoflocalGovernmentCouncilswhichisamajorsourceof

balanceofpowerbetweenCentralGovernmentandthecitizens.

(Tannenbaum,1971),agreedonlevelthereducedlevelofperformancewhenthey

statedthatalthoughdecentralizationhasbeenpursuedoverthelasttwodecades,

thereisawidespreadconsensusthattheperformanceofLocalGovernmentsisless

than desirable.They cite the elementofthe revenue base to have diminished

substantiallyrenderingthem todependheavilyonCentralGovernmentforfundingin

termsofconditionalgrants.Thisobservation wasconfirmed by(Butcher,D.,and

Atkinson,S.,2001),whereintheirstudytheyhadoneofthefindingsthattherevenue

generationsinlocalgovernmentshadconsiderablydeclinedandalsorecommended

thatlocalgovernmentshouldcontinuetoseekfundingfrom centralgovernment.

2.3.ChangeManagementinPublicSector

Publicsectororganizationsworldwideareunderpressuretoincreaseefficiencywhile

delivering improved and integrated services.Thepublicsectorremainsa central

vehiclefordeliveringdevelopmentforbothdevelopedanddevelopingcountries;within

aframeworkcraftedtorealizeeconomicandALlocativeefficiency;equity,justice,

fairness;security;competitivenessandcontestability(Backoff,R.W.andNutt,P.C.,

1993).

Theabilitytochangecontinuallyandsuccessfullyisconsideredtobeessentialtoany

organization’ssurvival.Theneedforongoingchangerequiresanorganizationalability
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tolearnonacontinualbasisinacoordinatedandprogressiveway(Westwood,R.,&

Linstead,S,2001).Thishasbeenwidelyconsideredtobeasignificantfactorinthe

privatesector’sabilitytoachieveandmaintainacompetitiveadvantageand,inthe

samemanner,thepublicsector’sabilitytodemonstratecontinuedvalueandrelevance

forcitizens.

Continuouslearningprocesseswithenhancedcapacitiesforchangearelinkedtothe

importance ofpastexperiences and the transferofknowledge as factors in

organizationallearning (Anderson,2011).Research by(Collins,2001)bringsthese

conceptstogetherbynotingtheimportanceof“knowledgeacquisitionprocessesand

theneedfororganizationstoshareknowledgeandlearningasawaytomaintaina

competitiveadvantage”. A globaltrendhasgovernmentsshiftingtobecomethe

enablerofpublicserviceratherthantheprovider(Thomas,P.G.,1996).Thismeans

thatgovernmentsareoftenawardingcontractstoprivatecompaniestocarryouttheir

servicestoemployeesandthepublicratherthantheservicesbeingcarriedoutby

publicservantsthemselves.

Thistrendhasalso beencharacterizedbytheadoptionofcertainprivatesector

practicesandconcepts.Manyofthesechangeshavebeentheresultofincreased

public scrutiny with respectto the public sector.Critics have questioned the

effectivenessofservicedeliveryandthegovernment’sholdonpublicandnational

resources.Asaresult,therehasbeenashiftinperceptionsofthevalueofthepublic

service.Governmentorganizationshavemovedfrom afocusontraditionalpublic

administrationpracticestonewpublicmanagement,andtheincreasedpublicscrutiny

hasforcedthem toengageinchangeinitiativesaimedatadaptingtotheever-changing

externalenvironment(Backoff,R.W.andNutt,P.C.,1993).(Backoff,R.W.andNutt,P.C.

,1993)unique characteristics and needs ofthe public sectorand the way

transformationalchangeshouldbecarriedoutintheseorganizations.(Backoff,R.W.

andNutt,P.C.,1993),Arguethat,ifdoneeffectively,transformationwillsteerthe

developmentofstrategicleadersinthefuture.

Theyprescribethreeapproachesforhow to carryoutchangeinapublicsector
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organization

1)Process-based–specificationofprocesstobefollowedtostimulatechange.

2)Leader-based – whatleaders should do to encourage and supportchange

(“guidanceprinciples”thatsuggesthowleadersshouldtakeaction).

3)Delegation-based–howtorelinquishpowerandauthority,andempowerothersto

encouragechange.

Theyadvancethenotionthatsignificantchangeinapublicsectororganizationmust

becarriedoutthroughstrategicleadership,strategicmanagementandself-managed

workgroups(Backoff,R.W.andNutt,P.C.,1993).Theirthreeapproachesshow how

strategicmanagementandstrategicleadershipmustbetailoredtomeetthespecific

needsofpublicsectororganizations.(Coram,R.andBurnes,B.,2001)Believethatno

“onebestway”tomanageorganizationalchangeexists.Theyarguethatnosingle

approach is suitable forallcircumstances and objectives;so theypropose the

followingtwoapproachestochangemanagement:theplannedapproachandthe

emergentapproach.

2.4.Typesofapproachtochangeinpublicsector

Theplannedapproachtochangeoperatesontheprinciplethatoncechangehastaken

place,itmustbeself-sustaining(Coram,R.andBurnes,B.,2001).Thepurposeof

plannedchangeistoimprovetheeffectivenessofthehumansideoftheorganization

byfocusingontheperformanceofgroupswithintheorganization.Akeyaspectofthis

approachisthatitplacesanemphasisonthecollaborativenatureofchange.Allparts

oftheorganizationcollaborativelydiagnosetheorganization’sproblemsandjointly

developaplanforspecificchangestoaddresstheseissues.Thereisastronghuman

aspectanddemocraticnaturetothisapproachasitaimstofostergrassrootschange

which,accordingtoCoram andBurns,ismoresustaining.

Anothermodel,whichvalidatestheapproachofCoram andBurns,istheBurke-Litwin
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model.Thismodelillustratesanapproachforincorporatingorganizationalcultureinto

organizationalchange.Culturalfactorsfunctioninthismodeltoinfluenceleadership,

with links to organizationalperformance,mission and strategy,and the external

environment.Burke believes that culturaldynamics influence the process of

organizationalchangeandthusshouldbeconsideredatthebeginningstagesofa

change(Wood,J.C.&Wood,M.C.JohnP.Kotter.,2011).Accordingto(Creswell,

2009)studiedthattheimplementationofachangeinitiativewithinanorganization

usingtheplannedapproachandalsoconcludedthatorganizationalcultureinfluences

theprocessofeffectingchangedifferentlyateachstageofimplementation.Let

developedtheOC3Model,whichdelineatestheinteractionoforganizationalculture

andchangeateachstageofimplementationandillustrateshowculturecaninform the

processofimplementingorganizationalchange.

The planned approach to change wasdeveloped in response to top-down,rigid,

hierarchical,rule-basedorganizations;organizationsthatoperateinapredictableand

controlledenvironment.Publicsectororganizationsoperateaccordingtoahierarchical

structure,whichisingrainedintheirfoundation.Thismightsuggestthataplanned

approach to change is appropriate forpublic sectororganizations,given their

characteristicsandthecharacteristicsoftheplannedapproach(Thomas,P.G.:.,

1996).

(Coram,R.andBurnes,B.,2001)Notethatcriticsbelievethatchangeisacontinuous,

open-ended processratherthan a setof“self-contained events”.Therefore,they

believethattheplannedapproachtochangecannotbeappliedtoothertypesof

organizations.(Butcher,D.,andAtkinson,S.,2001),whostudiedplannedapproachesto

changebeingimplementedinprivatesectorcompaniesinRussia,concludedthat

organizationalchangeinitiativesoftendeviatefrom initialplansforthechange.Infact

some of the organizationalelements targeted at achieving change become

“unmanageable,”whileothersbecome“uncontrollable”.Shealsoconcludedthatthe

principlesofaplannedapproachtochangeareinvalidfortheprivatesectorRussian

companiesshestudied.
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Acriticism oftheplannedapproachisthatitreliesontheassumptionthatallpartiesin

anorganizationinvolvedinthechangehaveawillingnessandinteresttobeinvolved

andthatagreementwillalwaysbereached(Coram,R.andBurnes,B.,2001).This

assumptiondoesnotapply,accordingtosomecritics,whostatethattheplanned

approachdoesnotaccountforpotentialorganizationalconflict.Thismeansthatifthe

variouspartiesinvolvedinthechangedonothavethewillingnessandinteresttobe

involved,theycannotreachaconsensusonkeyorganizationaldecisions.

2.5.ChangeSpecifictothePublicSector

White(2000),statesthattheemergenceofnewpoliciesandinstitutionsinthepublic

sectorsaretypicallyaresponsetochangesinthewiderenvironment.Thechangesin

thewiderenvironmentresultsinalargenumberofinstitutionswilldealwithcitizens

andcommunitiesinanumberofdifferentways.Thischangeinapproachhasbrought

aboutavarietyofchallengestothepublicsector,forcingthem tofurtherreform and

change.Thedirectionofthereform focusesoncoordination,partnershipandjoint

accountability.Whiteclaimsthatpublicsectororganizationsarerequiredtoexpand

anddirecttheirchangeeffortstogeneratenew needsandopportunities.Theyare

requiredtoreview andrevisetheirwaysofworkingbyintroducingnew systemsand

adoptingnewwaysofworkingtogether.

(Soltani,E.,Lai,P.&Mahmoudi,V,2007),statethatpublicsectororganizationshave

beensubjecttoincreasingdemandsforgreaterfinancialaccountability,efficiencyand

effectivenessoverthelastdecade.Thesedemandsand thenecessityto match

servicesmorecloselytocitizenshasresultedintheneedformanagementinpublic

sectororganizationstoplacemoreofanimportanceonthepracticalapproachesand

toolsforchange,inordertoachievedesiredresults.Solanaal.statethattoolsand

approacheshavebeendevelopedinthefieldofchangemanagementto,first,initiate

andmanagechangeandsecond,tocontrolanddirectchangecausedbyunplanned

events.

Thedriverforthedevelopmentofthesetoolsandapproachesistheorganization’s



19

desiretoimprovequality,addressworkforceconcernsandtoenhanceflexibilityby

changingorganizationalstructures,processes,peopleandculture.(Soltani,E.,Lai,P.&

Mahmoudi,V ,2007)suggestthatthesimilaritiesinthevariouschangeinitiatives

carriedoutinthepublicsectorarethattheyfocusonthehardandthesoftaspectsof

theorganization,withtheobjectiveofimprovingperformanceandemployeewell-being.

(Thomas,P.G.,1996)Arguesthatthepace,scopeanddepthofchangesinthepublic

sectorrequirea“re-visitationofthemodelsinwhichbureaucracieshavebeenbuilt

uponinthepast”.Thisreferstoexaminingthestructuresunderpinningthepublic

sectoranddeterminingwhatcharacteristicsofthestructurescanactasbarriers.

Thomasclaimsthatwhenanalyzingchangeinthepublicsector,thereneedstobe

someconsiderationgiventothefactthatthechangeismoreaboutpoliticsthanabout

management.This requires the acknowledgementthatthese two domains are

separate and managementapproaches should notbe mistaken forsolutions to

politicalproblems.

Thomasalsonotesthatmanymodelsfororganizationalchangeoriginatewiththe

experiencesofprivatefirms,andtheyoftenignorethecomplexitiesofmanaging

change in the public sector.In addition,fundamentalorganizationalchange,as

describedbyThomas,doesnotstateexactlywhatrelationshipsexistbetweenthe

following factors:environmentalconditions,organizationalstrategies,leadership

styles,structuralarrangements,organizationalcultures,communicationspatternsand

theroleofpowerandconflictwithinpublicorganizations.Thomasconcludesthatthe

singlemostimportantfactorinvolvedwiththeprocessoforganizationalchangeinthe

public sectoris the capacity to manage conflict.The conceptof“New Public

Management”focusesspecificallyonhowtomanageconflict,asgoodmanagementis

deemedtobethegatewaytosuccessfulorganizationalchange.Theconceptofnew

publicmanagementdrawsmainlyfrom managementtechniquesandpracticesthat

characterize the private sector.This approach is increasingly seen as a global

phenomenon,whichseekstoshifttheemphasisfrom traditionalpublicadministration

tonewpublicmanagement(Larbi,1999).
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2.6.Challengesofchangeinpublicsector

Accordingto(Soltani,E.,Lai,P.&Mahmoudi,V,2007)onthesubjectofbarriersthat

inhibitchangewithinpublicsectororganizations,theabsenceofcontinuoustrainingto

meettherequirementsofthechangeinitiativewithinanorganizationisanotherbarrier

toitssuccess.Anintegralpartofimprovinganorganizationalchangeinitiativeis

trainingthatisconductedobjectively,systematicallyandcontinuouslyinordertosetin

motionacycleofimprovement.Anotherbarrierisineffectivecommunicationregarding

thechange.Thisreferstopoorverticalandhorizontalcommunicationacrossthe

organization.(Soltani,E.,Lai,P.&Mahmoudi,V,2007)arguethattheabilityofany

changeinitiativetoimproveanorganization’scapabilityiscompletelydependenton

the communication system which it employs.(Kotter,‘Leading Change:Why

TransformationEffortsFail?’,1998),Offersthatcommunicationsmustbesimplified

duringanorganizationalchange.Allaspectsofthechangemustbeexplainedina

granularformatwhileaddressingalldetailsofthechange.Theconceptofemployee

resistancetochangeisacommonsubjectinthechangemanagementliterature.

Authors such as (John Kotter,1995)have written aboutthe pivotalroles that

resistancetochangeandemployeebehaviorplayinthechangeprocess.

Differentliteraturesshowedthatresistancetochangeisstillanimportantissueinthe

currentchangemanagement.However,theredoesnotappeartobeaconsensuson

whatcausesresistanceand how itcan(Salerno,Ann& Brock,and Lillie,2008.)

indicated thattheirstudiesrevealed that,during changeinitiativesthatwerenot

achievingtheirdesiredresults,middlemanagersfeltthatseniormanagementwas

uncertainaboutthestrategicimportanceofthechange.Oneoftheirstudiesrevealed

thatthelackofsuccessofchangeinitiativesrelatestothelackofawarenessofsenior

managementwithrespecttothenatureofthechange,itscontributionanditslikely

outcome.(Elving,W.J.L.,2005)statesthatacommonproblem thatoccursinchange

inbemutualsupportbetweenseniormanagementanditsemployees—trustthatcanbe

builtthroughcommunication,training,developmentopportunities,effectivecreation

andmanagementofexpectationsandremunerationandrewards((Soltani,2007).

Iterativefocusedonthetoplayersoftheorganizationisthatseniormanagementdoes
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notacknowledgethatthelowerlevelsoftheorganizationwillexperienceachange,as

well,asaresultofchangesoccurringatthetop.Itisoftenemphasizedthatnothing

willchangeforlowerlevelemployeesbecausechangesarerequiredatthemanagerial

level.

Thisconclusion,however,underestimatestheresidualeffectofthechangeinitiativeat

alllevelsoftheorganizationandexplainshow seniormanagementcanbreaktrust

betweenthemselvesandemployeesandhow theycanviolatetheirexpectations.

Thereneedbemutualsupportbetweenseniormanagementanditsemployees—trust

thatcanbebuiltthroughcommunication,training,developmentopportunities,effective

creationandmanagementofexpectationsanremunerationandrewards((Soltani,

2007).Therelationshipbetweenseniormanagementandmiddlemanagementisalsoa

factorduringachangeinitiative.(Elving,W.J.L.,2005),Claimsthatmiddlemanagers

oftenresistchangeastheyareforcedtobalancetheneedsanddemandsofsenior

managementaswellastheneedsoftheiremployeeswhomustbenurturedinorderto

maintainanacceptablelevelofproductivitythroughoutachange.

Theroleofmiddlemanagersmustbeconsideredastheyarerequiredtocommunicate

thechangestotheworkforceandinturnreportonthesuccessofthechangeinitiative

totheseniormanagement.(Soltani,E.,Lai,P.&Mahmoudi,V,2007)Confirm thatthe

majorityofobstaclesduringachangeinitiativeoriginateatthemiddlemanagerlevel

duetocontradictionsbetweenmiddleandseniormanagementandtheynotethat

middle managementhas the powerto negatively orpositively affectemployee

commitment.Thissuggeststhatthelinkbetweenseniorandmiddlemanagementis

integralduringachangeinitiative.Delegatingauthoritytothelowestpossiblelevel

duringachangeinitiativeisagoodwaytoensurethattheorganization’smiddle

managementlayerisonsidewiththechangeanddoesnotcontradictitwiththeir

behaviororattitudes.Thiswillempowerthem andmayhelptosubsidesomeoftheir

fearsorconcerns.

2.7.PracticeofChangeinpublicsectors
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Researchersinthefieldview organizationallearningasamulti-levelprocessthat

affectstheevolutionoforganizationalknowledgeandpractice(Barretteetal.,2012).

Thisprocessinvolvescollectivelyapplyingnew knowledgetopolicy,processandits

implementation. George P.Huber(1991)provides an operationaldefinition of

organizationallearningbasedonafour-phaseapproach:“knowledge-sharing,which

impliesknowledgeacquisition;informationdissemination;informationinterpretation;

andorganizationalmemory”.Thisapproachprovidesapracticalunderstandingof

organizationallearning,whichcanbeappliedinanyorganization.Itfocusesonthe

preservationandsharingofknowledgeforpracticalpurposes.

Anotherviewisfrom BenetElkader(1999),whoclaimsthatsociallearningtheoryhas

contributedtothefieldoforganizationallearningbecauseheconsidersorganizational

learntobea“relationalactivity,andnotanindividualthinkingprocess”.Thisview

focusesmore on the culture ofthe organization,ascreated bythe interactions

between employees,and how thiscan lead to enhanced organizationallearning.

Interactions between employees can be positive ornegative,thus impacting the

organizationsabilitytoeffectivelylearnasitmovesforward.Anotherperspectiveon

organizationallearningistheconstructivistperspective,whichviewslearningasthe

resultofindividualstakingpartinactivitiesthatleadthem todevelopandsharetheir

knowledgethroughsocialexchanges(Barretteetal.,2012)

2.8.TheoreticalFoundationofChangeManagement

Changemanagementtheoriesandpracticeoriginatefrom different,diverse,social

sciencedisciplinesandtraditions.Consequently,changemanagementdoesnothave

clearanddistinctboundariesandthetaskoftracingitsoriginsandconceptsis

extremelydifficult.Basedupontheliteraturereviewedby(Coram,R.andBurnes,B.,

2001),thereexistsanumberofchangemodelsintendedtoguideandinstructthe

implementationofmajorchangeinorganizations.

Asearlyasin1947KurtLewisdevelopedthethreestepmodelstatingthatevery

processofchangegoesthroughthreestages(Angelo,1999).Keysignificanceof
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Lewis3-StepModelisoftencitedasLewiskeycontributiontoorganizationalchange.

However,itneedstoberecognizedthatwhenhedevelopedhis3-Stepmodel,hewas

notthinkingonlyoforganizationalissuesnordidheintendittobeseenseparately

from theotherthreeelementswhichcomprisehisplannedapproachtochange(Field

Theory,GroupDynamicsandActionResearch),ratherLewissawthefourconceptsas

forminganintegratedapproachtoanalyzing,understandingandbringingaboutchange

atthegroup,organizationalandsocietallevels.(Elving,W.J.L.,2005).

Careeradvancement,jobsecurityandincentivessuchascompensationwillenhance

employeesdesiretoparticipate(Prosci.,2003)Employeesmustpossessknowledge

onhowtoperform thechangeandtheabilitytochange.Again,communicationisthe

keytosuccessfullyimpartinginformationonhowthechangeprocesswilloccur.Any

specialized training orskills thatmightbe required mustbe provided priorto

implementingthechange.Oncethechangeisimplemented,itisimportantitstaysin

place.Reinforcementofthechangeisvitaltoensurethatthechangeisretained(John

Kotter,1995).

Lewistestedtherelationshipbetweenteam workingandorganizationalperformance.

Havingfoundpartialsupportforthishypothesisoftheteam workinginstruments

whichhedescribedcouldbeusedaspartofaproposedchangeprocessbyproviding

feedback.Thiscouldmakeunseenbutpowerfulpatternsofbehaviorsamongteam

membersvisibletoothers,thuscreatinganopportunitytochallengeexistingpractice

anddiscusshownewroutinesmighthelpimproveperformance.Qualityimprovement

drivenbyorganizationaldevelopmentfocusesonempoweringandinvolvingpractice

teamsin problem solving.Thisapproach ismoreconstructthan contentdriven,

describingcompetenceusinglanguagesuchasteam working,problem solving,and

effectivecommunication(French,W.&Bell,C.,1999).

2.9.ProjectChangeTriangleModel

ChangemanagementcanbebasedonProscribePCTModel(ProjectChangeTriangle)

-theapplicationofthetools,processes,techniquesandprinciplesformanagingthe
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peoplesideoftheprojectorinitiativetoachieveadesiredoutcome(Jeff,2006).While

theProjectManagementcornerisfocusedonthetasksrelatedtodesigningand

developingasolution,thechangemanagementcorner'sfocusishow toencourage

employeestoembraceandadoptthatsolution.Manytimes,thiscorneriswhatis

missingwhenaprojectisimplementedandmeetstechnicalrequirements,butdoes

notdelivertheultimatevaluetotheorganization(Collins,D.,2001).

Thetools,processes,techniquesandprinciplesthatmakeupchangemanagementare

aimedathelpingeachimpactedemployeemovefrom theirownpersonalcurrentstate

totheirownpersonalfuturestate.Itisindividualschanginghow theydoworkthat

ultimatelyresultsinaprojectorinitiativedeliveringvaluetotheorganization.Thereare

manycharacteristicsoftheindividualcurrentstateandindividualfuturestatethatcan

impedeorinhibitsuccessfulchange.((Pearce,J.&Robinson,B,2003).

2.10.Kotter’s8-stepChangeModel

(KotterJ.,2012),Describedamodelforunderstandingandmanagingchangebased

onhisexperienceinconsultingwithhundredsoforganizations.Heobservesthe

myriaddifficultiesassociatedwithchangeefforts,distilledthecommonthemesand

turnedthem aroundintoaprescriptiveframework.Hismodelisaimedatthestrategic

levelofthechangemanagementprocessandisbestviewedasa‘vision’forthe

changeprocess.

The firststep is creating urgency.Forchange to happen,ithelps ifthe whole

organizationorcompanyreallywantsit.Thereisneedtodevelopasenseofurgency

aroundtheneedforchange.Thishelpsinsparkingtheinitialmotivationtogetthings

moving.

Thesecondstepisformingapowerfulcoalition.AccordingtoKotter(1995),thereis

needed to convince people thatchange is necessary.This often takes strong

leadershipandvisiblesupportfrom keypeoplewithintheorganization.Hestatesthat

managingchangeisn'tenoughasonehastoleadit.Tofindeffectivechangeleaders

throughouttheorganizationonedoesnotnecessarilyfollow thetraditionalcompany
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hierarchy.Foronetoleadchange,thereisneedtobringtogetheracoalition,orteam,

ofinfluentialpeoplewhosepowercomesfrom avarietyofsources,includingjobtitle,

status,expertise,andpoliticalimportance.

Thethirdstepiscreatingavisionforchange.Accordingto(Kotter(1995),Ackerman

andAnderson(2010)andProsci-ADKAR(2006)whenonefirststartthinkingabout

change,therewillprobablyaremanygreatideasandsolutionsfloatingaround.Itis

importanttolinktheconceptstoanoverallvisionthatpeoplecangraspeasilyand

remember.Aclearvisioncanhelpeveryoneunderstandwhytheyarebeingaskedtodo

something.

Thefourthstepiscommunicationofthevisionhestatesthatwhatisdonewiththe

vision afterits creation willdetermine success.An organization’s message will

probablyhavestrongcompetitionfrom otherday-to-daycommunicationswithinthe

company,sothereisneedtocommunicateitfrequentlyandpowerfully,andembed

within everything thatis done.There is always needed to talkaboutthe vision

wheneverachanceisavailable.Anorganizationshouldusethevisiondailytomake

decisionsandsolveproblems.

The fifth step according to (Kotter,Leading change (2nd,Editor),16 Oct2006)

indicatesthatifapersonoranorganizationfollowthestepsandreachthispointinthe

changeprocess,thenyou'vebeentalkingaboutthevisionandbuildingbuy-infrom all

levelsoftheorganization.Hopefully,thestaffwantstogetbusyandachievethe

benefits thatthe change process has been promoting.Removing obstacles can

empowerthepeopleyouneedtoexecuteyourvision,anditcanhelpthechangemove

forward.

ThesixthstepisCreatingShortterm wins,creatingmanageablenumbersofinitiatives

andfinishingcurrentstagesbeforestartingnewones.

Theseventhstepisbuildingonthechange,whereby(JohnKotter,1995)arguesthat

manychangeprojectsfailbecausevictoryisdeclaredtooearly.Realchangerunsdeep.

Quickwinsareonlythebeginningofwhatneedstobedonetoachievelong-term
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change.Eachsuccessprovidesanopportunitytobuildonwhatwentrightandidentify

whatcanbeimproved.Hesuggeststhataftereverywin,anorganizationshouldanalyze

whatwentrightandwhatneedsimproving,settinggoalstocontinuebuildingonthe

momentum having been achieved,learn aboutkaizen,the idea ofcontinuous

improvementandkeepingideasfreshbybringinginnew changeagentsandleaders

forchangecoalition.

Theeighthstepisanchoringthechangesincorporateculture.Tomakeanychange

stick,itshouldbecomepartofthecoreoftheorganization.Thecorporatecultureoften

determineswhatgetsdone,sothevaluesbehindvisionmustshowinday-to-daywork.

It'simportanttomakecontinuouseffortstoensurethatthechangeisseeninevery

aspectofthe organization.This willhelp give thatchange a solid place in an

organization'sculture

2.11.FactorsInfluencingManagementofChange

OrganizationalCulture:Onemajorchallengethatmaybefacedbyanorganization

anticipatingchangeisculturalwar.AccordingtoThomsonandTravis(2010),theterm

frequently implies a conflict between those values considered traditionalor

conservativeandthoseconsideredprogressiveorliberal.ThomsonandTravisaddthat

culturewaristracedbackto1960sandhastakenvariousformssincethen.Foran

organizationanticipatingchange,aconflictbetweentheconservativegroupandthe

liberalgroupmayslowdowntheprocessofchangeorleadtofailureofarrivingata

commonconsensusamongthestakeholdersinvolvedinthechangeprocess.

Organizationalcultureisaconceptwhichdescribestheattitudes,experiences,beliefs

andvaluesofanorganization.Ithasbeendefinedasthespecificcollectionofvalues

andnormsthataresharedbypeopleandgroupsinanorganizationandthatcontrolthe

waytheyinteractwitheachotherandwithstakeholdersoutsidetheorganization.

Culturaldifferenceshaveahugeimpactonhumanbehaviorandholdpotentialfor

misunderstandingsinbusinesscontacts,whichmightbecomebarrierstochangeinan

organization(Wiener,1998).
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Acompany’sculturecanbeamajorstrengthwhenitisconsistentwiththestrategy

andthuscanbeapowerfuldrivingforceinimplementation.However,aculturecan

alsopreventacompanyfrom meetingcompetitivethreatsoradaptingtochanging

economicandsocialenvironmentsthatanew strategyisdesignedtoovercome.

AccordingtoJohnsonand(Salerno,Ann&Brock,andLillie,2008.),socialprocesses

canalsocreaterigiditiesifanorganizationneedstochangetheirstrategy.

Managing the strategy-culture relationship therefore requires sensitivity to the

interactionbetweenchangesnecessarytoimplementstrategyandcompatibilityorfit

betweenthosechangeandtheorganizationalculture(PearceandRobinson,2003).

They argue that, while structure provides overall framework for strategy

implementation,itisnotinitselfsufficienttoensuresuccessfulexecution.Withinthe

organizationalsetting,individuals,groups and units are the mechanisms of

organizationalaction,andtheeffectivenessoftheiractionsisamajordeterminantof

successfulimplementation.Inthiscontext,twobasicfactorsencourageordiscourage

effectiveaction-leadershipandculture.

Consistencyinmanagingthepeoplesideofchangeacrossanorganizationisan

importantaspectofmanagingemployeesinorganizationsanticipatingchange.Don

Edwardetal.,(1996)observedthatconsistencyincreasesabilitytoengageandup-skill

managersandmoreopportunitiestobuildexpertiseintheselectedmethodology.

EdwardandChristopherfurtheraddthatthiscomesasgreatrelieftoprojectmanagers

whoarefamiliarwiththebenefitsofapplyingacommonlanguageandmethodologyin

theirprofessionandhavebeenunimpressedbytheadhocnatureofmanagingthe

people side of change.Many organizations are stillatlevelone of change

managementmaturity,usingchangemanagementinconsistentlyandreactively-for

‘example,onlywhenthereisresistanceorothermajorthreatstothesuccessofthe

change.

OrganizationalStructure:Johnsonand(Pearce,J.&Robinson,B,2003))statedthat

resourcemanagementanddevelopmentmustsupportanorganization’sstrategies.

Toolsandworkflowscanbecomplextoimplementespeciallyforlargeenterprises.
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Whilesomecompaniesreportgreatsuccess,initiativeshavealsobeenknowntofail

mainlyowingtopoorplanning,amismatchbetweensoftwaretoolsandcompany

needs,roadblockstocollaborationbetweendepartments,andalackofworkforcebuy-

inandadoption.Previouslythesetoolsweregenerallylimitedtocontactmanagement:

monitoringandrecordinginteractionsandcommunicationswithcustomers.Software

solutionsthenexpandedtoembracedealtrackingandthemanagementofaccounts,

territories,opportunities,andatthemanageriallevelthesalespipelineitself.

Forinstitutionstoeffectivelyimplementchangesintheirmanagement,new systems

arerequiredtoincorporatenew managementissueswithinthecompany.Themain

challengeisthusnottheacquisitionofsuchsystemsbutthecompatibilityofthenew

systemsandthepreviousones.Compatibilityandrespectivelyincompatibilitywill

affectadoptionimplementationofthechangemanagementdifferently.Inthisway,the

previousexperienceoftheuserinthesystemsisconsideredtobeafactorevenmore

importantthanexperienceinthechangemanagementsphere(Bozos,1999).Since

(Butcher,D.,andAtkinson,S.,2001)demonstratedthatprevioususerexperiencehasa

directeffectuponthedegreeofsubsequentacceptanceandsuccessofchangein

management;manyauthorshaveintroducedthisvariableintotheirstudies(Minand

Galle,2003).Someofthem affirm thatexperience,andthustheknowledgeacquired

regardingthemedium,alterstheincorporationandstabilizationoftheintendedchange

managementinsubsequentsituations.

Communication:Organizationalcommunication use as the process by which

individualsstimulatemeaninginthemindsofotherindividualsbymeansofverbalor

nonverbalmessagesinthecontextofaformalorganization.Discussingthelanguage

oforganization,(Cole.,(2004))notethatthenatureoflanguageandthesignificance

andpotentialoflinguisticanalysisisoftenmisunderstood.Ataneverydaylevel,they

warnuswehaveatendencytothinkoflanguageinrepresentationlistterms.Thusthey

notethatorthodoxformsoforganizationstudiestendtoviewlanguageasamedium

ofrepresentationandlinguisticanalysisasatool,whichmaybeemployedtoimprove

theeffectivenessoforganizations(Westwood,R.,&Linstead,S,2001).Viewedin

theseterms,asamedium ofrepresentation,languageistoberegardedasproblematic
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insofarastheuseandmisuseoflanguagecausesblockagesinorganizational

communication,whichinturnlimitorganizationaleffectivenessandtheachievement

ofplannedchange.

(Westwood,R.,&Linstead,S,2001)arguethatthisaccountoforganizationsandtheir

communication problems is naive because itviews language as an explanatory,

organizationalresource,butrefusestoanalyzethenatureofthelanguage-organization

relationship.ThusWestwoodandLinseedsuggestthatrepresentationlistanalyses

tendtoputthecartbeforethehorse:theyassumethatlanguageisasimplemedium

whosecontent,patternsandpracticesmaybemadetoservemanagementyetthey

refusetoconsiderboththeontologicalstatusandtheepistemologicalroleoflanguage.

ButcherandAtkinsonarguethatasignificantparadoxhasemergedintheanalysisof

change.Ononehand,theynote,actorsandcommentatorshavebecomemoreaware

ofthewaysinwhichlanguageactstosituatethemeaningandpossibilitiesofchange.

Yetontheotherhandtheynotethatthemainstream understandingofchangeis

dominatedbyavocabulary“embeddedinassumptionsassociatedwithatop-down,

managerialapproachtochange,whichreliesonarational,hierarchicalparadigm of

organization.Thislanguageofchangesituatesthemeaning and possibilitiesfor

organizationalchangewithinacontextthatremainsstabletochange(Butcherand

Atkinson,2001).

DespitethisButcherandAtkinsonarguethatbottom-upmodelsofchangehavevery

realandpracticaladvantagestooffermanagementpractitioners.Indeed,Butcherand

Atkinson(2001)arguethatbottom-upapproachestochangehavepracticalappealand

relevanceinsofarastheyhaveacapacitytorevealboththebanalityofthetop-down

agendaanditstendencyto offerformsofrhetoric,whichobscuretherealityof

organizationallife.Incontrasttotop-downaccountsofchangetherefore,(Butcher,

D.,andAtkinson,S.,2001)arguethatbottom-upapproachesrecognizethemanagerial

rhetoricofchangeandcancutthroughthisrhetoricbecausetheypossessadown-to-

earthrealism,whichisrootedinanunderstandingofthenatureofpoliticalaction.A

strongchangemanagementteam needstobeinvolvedtoapprove,implementand
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trackthechangesintheorganization,whichincludestheimpactanddetailedstructure

(i.e.documentation)associatedwiththelifecycleofthechangeproject.Changesare

implementedthoroughbenchmarkingfrom thepracticesandbusinessprocessesof

theworldclassorganizationsandexcellententerprises(Ellen,2005).

Attitude:According to Raineyetal.,(1989),thechangeastold beginsfrom the

organizationinquestion.Thisincludesnewwayofdoingworkandfunctionstorunthe

anticipatedchange.Furthermorechangeintheattitudetotheorganizationtasksmight

becomenecessaryifthecurrenthabitsofdoingtaskshavesignificantgapswiththe

new processes.Foraverysimpleexampleiftheemployeescurrentlyaredoingtheir

dedicatedtasksseparatelyintheirdefinedboundariestheymusttochangetoworkon

thebasisofaninterlockedchainoftasks.Thisobviouslyneedsachangeinthe

attitudeandbehavioroftheorganizationpeoplefrom ataskorientedapproachto

processorientedapproach.

Paul(2005),notedthatpeopleinsuchintegratedbusinessmustmovefrom focusing

ontheirseparatejobsnotbeingworriedabouttheotherparts,totakingcareofthe

entireprocessanddowhatalltheycantoaccomplishtheentireprocessperfectly.

Industrialprogressfindsoneofitsgreatesthandicapsinthefrequentresistanceof

bothmanagementandworkerstochangeofanysort(McNally,1994).Whentheword

resistanceismentioned,peopletendtoascribenegativeconnotationstoit.Thisisa

misconception.

Thatresistancecanplayausefulroleinanorganizationalchangeeffortcertainly

standsjuxtaposedtoatraditionalmindsetthatwouldview itasanobstaclethatis

normallyencounteredonthewaytoasuccessfulchangeprocess.Nevertheless,itisa

conclusionreachedbyavarietyofauthorswhosuggestthatthereareanumberof

advantagesofresistance.Whenmanagedcarefully,theseadvantagescaninfactbe

utilizedbytheorganizationtogreatlyassistchange.Firstofall,resistancepointsout

thatitisafallacytoconsiderchangeittobeinherentlygood.Changecanonlybe

evaluatedbyitsconsequences,andthesecannotbeknownwithanycertaintyuntilthe

changeefforthasbeencompletedandsufficienttimehaspassed.
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Assuch,resistanceplaysacrucialroleindrawingattentiontoaspectsofchangethat

maybeinappropriate,notwellthoughtthrough,orperhapsplainwrong.Eitherway,itis

the organization’s method ofcommunication,therefore attempting to eliminate

resistanceassoonasitarisesisakintoshootingthemessengerwhodeliversbad

news.Specifically,managementcanusethenatureoftheresistanceasanindicatorof

the cause ofresistance.Itwillbe mosthelpfulas a symptom ifmanagement

diagnosesthecausesforitwhenitoccursratherthaninhibitingitatonce(Burns,

1998).

BusinessProcessRe-engineeringinEthiopia

Businessprocessreengineering(BPR)beganasaprivatesectortechniquetohelp

organizationsfundamentallyrethinkhow theydotheirworkinordertodramatically

improvecustomerservice,cutoperationalcosts,andbecomeworld-classcompetitors.

Akeystimulusforreengineeringhasbeenthecontinuingdevelopmentanddeployment

of sophisticated information systems and networks. The Business Process

Reengineeringmethod(BPR)isthefundamentalreconsiderationandradicalredesign

oforganizationalprocesses in orderto achieve drastic improvementofcurrent

performanceincost,servicesandspeed(Hammer,1990;ThomasH.DavenportandJ.

Short,1990;HammerandChampy,1993).Theirclaim wassimple:mostofthework

beingdonedoesnotaddanyvalueforcustomers,andthisworkshouldberemoved,

notaccelerated through automation.Instead,companies should reconsidertheir

processesinordertomaximizecustomervalue,whileminimizingtheconsumptionof

resourcesrequiredfordeliveringtheirproductorservice(Anderson,2011)

AFiveStepApproachtoBusinessProcessRe-engineering

Davenport (1992) prescribes a five-step approach to the Business Process

Reengineeringmodel:Developthebusinessvisionandprocessobjectives:TheBPR

methodisdrivenbyabusinessvisionwhichimpliesspecificbusinessobjectivessuch

ascostreduction,timereduction,outputqualityimprovement.

Accordingto(RichardandHailemariam,Getachew,2006)(Hammer,Michae,1990)
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Identifythebusinessprocessestoberedesigned:mostfirmsusethe'highimpact'

approachwhichfocusesonthemostimportantprocessesorthosethatconflictmost

withthebusinessvision.Alessernumberoffirmsusethe'exhaustiveapproach'that

attemptstoidentifyalltheprocesseswithinanorganizationandthenprioritizethem in

orderofredesignurgency.Understandandmeasuretheexistingprocessestoavoid

therepeatingofmistakesandtoprovideabaselineforfutureimprovements,identifyIT

levers:awarenessofITcapabilitiescanandshouldinfluenceBPR,designandbuilda

prototypeofthenewprocesstheactualdesignshouldnotbeviewedastheendofthe

BPRprocess.Rather,itshouldbeviewedasaprototype,withsuccessiveiterations.

ThemetaphorofprototypealignstheBusinessProcessReengineeringapproachwith

quickdeliveryofresults,andtheinvolvementandsatisfactionofcustomers.

2.12.EmpiricalLiteraturereview

Thissectiondelvesintothereviewofthestudiesthathavebeencarriedoutregarding

challengingfactortoimplementchangemanagementinpublicorganization.

AccordingtoKotter(2008)explanationaboutresistance,thebestwaystoovercome

resistanceistoeducatepeopleaboutchangebeforehandandtocommunicateideas

aboutthe need forand the logic ofthe change.In addition participation and

involvementinthedesignandimplementationofthechangeresolveresistancetobe

stalled.JohnKotter(1995)pointsoutthatchangehappenswhetherwewanttoornot,

butthechoicetomanageitinastructuredandeffectivemannermakesthedifference

betweenthesuccessandfailure,notonlyforthechangeinitiativebutalsoforthe

entireorganization.Studiesbyseveralauthorshaveshownaconsistentpatternof

failureofchangemanagementinitiatives.Kotter’sresearch(1995)indicatesthatonly

30%ofmajorchangeinitiativesareconcludedsuccessfullyand,morethanadecade

later,in2009,KellerandAikenconfirm thislowsuccessrateintheMcKinseyQuarterly,

eventhoughtheuseofchangemanagementmethodologieshasincreasedfrom 34%

in2003to72%in2011.

Studyfrom AxelUhl(2012)reportssimilarfindings:approx.60%ofplannedchanges
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failmostlyduetoresistancemanifestedbyemployeesandmanagersalike.

AccordingtoFullan(2001)themethodsofcounteractingresistancetochangearenot

alwaysforcefulbuteducativeandconvincingwherethosepeoplewhoareresisting

changearemadetounderstandthebenefitsofthischangeandthebenefitsthatthey

andthewholeinstitutionwillhavewhentheproposedchangesareimplemented.

Thesewaysinclude;educationandcommunication,participationandinvolvement,

negotiationandagreement,facilitationandsupport,manipulationandcooptation,and

explicitaswellasimplicitcoercion(Wagner,1998)

Anempiricalinvestigationoffactorsinfluencingmanagementofchangeinpublic

sectororganizationswasconductedinKenya(Emmahs.abossier,2012).Inhisstudy

hefoundoutthatthemajortriggersforchangemanagementintheorganizationwere

externalfactors,andalsofoundoutthatcommunication,attitudetowardschange,

organizationalchangeandorganizationssystemswerethemajorfactorsinfluencing

changeinpublicsectororganizationsinKenya.

Anempiricalinvestigationoftheimpactoforganizationalcultureonhumanresource

Management(HRM)was conducted in Nigeria (Nyamer,2013).In his study,he

assertedthat,organizationalcultureisnotonlyabletoguidebehaviorandchange

attitudeswithintheworkenvironment,butitalsocontributesremarkablybyinfluencing

behaviorandattitudestowardssatisfactoryperformance.

Empiricalinvestigationoffactoraffectingchangemanagementinpublicorganization

wasconductedinKenya(Gathondu,2015).Inhisstudyhe foundthatperformance

appraisalsclearlyspecifywhatisexpectedfrom anemployeeduringthechange

managementprocess,goalsetting contributes to improved performance in an

organization thatis undergoing change managementprocess and organization

experienceunclearcommunicationofthegoalsbetweenthemanagementandthe

supportingstaff

EmpiricalinvestigationofPracticesandchallengesofchangemanagement:thecase

ofgeosyntheticsindustrialworksplcInEthiopia(TENSAEASHEBIR,2016).Inhisstudy
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hefound theCompanyfacesmanychallengesin theimplementation ofchange

managementorkaizenmodelsomeofthechallengeswereemployeeresistance,lack

ofknowledgeandawarenessabouttheimplementedchangemanagementmodel

(kaizen),lack oftraining and trainers,communication gap,insufficientemployee

participationinchangeprocessandothers.

ChallengesandpracticesofchangeManagement:ThecaseofA.A.UBishoftuCampus

inEthiopia(GebresenbetDebebe,2016).InhisstudyhefoundChangeresistancewas

occurredatthebeginningofchangeimplementationplan,mostoftheEvaluationof

thechangemanagementwasconfinedonthepaperreportontheroutineactivities

Senseofownership,nationalandgroupinterestwasgoingdowntimetotimeand

passiverelationshipsofleaderstowardstheworkerwasincreased.

However,duetoitsrecentintroductionoffactorchallengingtoimplementchange

managementinpublicsectorEthiopia,limitednumberofstudyconductedonEthiopian

publicorganizations‟change managementimplementing challenge.Among them,

GebresenbetDebebe(2016),A.AUniversityandTensaeAshebi(2016)geosynthetics

industrialworksplcinEthiopian.

Aspertheresearcherknowledge,thereisnocomprehensivestudyonchallengefactor

toimplementchangemanagementinEthiopiancontext,specificallyinguragezone

publicorganizationstands.Thus,thisgapleadstooriginatethefollowinggeneral

research question and a need to study change management implementation

challengesinpublicorganization:

Whatarethevariouschallengingfactorsthatpublicsectorsfacedtoimplement

changemanagement?

Figure1:Conceptualoffactorsaffectchangemanagementimplementationinpublic
organization
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Figure1illustratestheconceptualmodeldevelopedforthisstudy.

Drawingfrom multipleliteraturebases,weintroduceanintegrative,conceptual

frameworkofwhatofwhatwecallintegratedchangemanagementimplementation,

whichiscomprisedofasetoftheoreticallyimportantconstructs.Thisiscomprisedof

asetoftheoreticallyimportantconstructs.Thisframeworkhasbeendevelopedbased

onfactorsthataffectimplementationofchangemanagementsuccess.Thereare

numberoffactorsthataffectthechangemanagementimplementationprocessare

termedinthisstudyasguragezonepublicsectorimplementationcriticalchallenging

factors.

CHAPTERTHREE:RESEARCHMETHODOLOGY
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Thischapterpresentsthestudyareadescription,researchdesign,datasources,and

datacollectioninstruments,samplingtechniquesandsamplesize,procedures,data

analysisandethicalconsiderationsofthestudy

3.1. DescriptionoftheStudyarea

ThestudyareaofthisstudyfocusesonSouthNationNationalitiesPeopleRegional

(SNNPR)stateGurageZone.GuragezoneislocatedinthenorthtipofSNNPRanditis

oneofthefourteenzonesoftheregion.Thetotalareaofthezoneis5,893.40square

kilometers.ItisborderedinthenorthwestandEastbyOromiyaregion,inthesouthby

Hadiya and Silte zone,in the south westbyYem specialwereda.The zone is

administrativelydividedinto14woredaand5townadministrations437ruralandurban

kebeles(GZCTSCAD,2016).

3.2. StudyDesign

Adescriptivestudywasconductedfrom November,2019toFebruary,2021toexplainthe

overallattitude ofchange managementpractices in public sectors,to differentiate

communicationofchangemanagementpracticesinpublicsectors,toidentifytheculture

ofGuragezonepublicsectorspracticesofthechangemanagementinhow muchit’s

effectiveandtodeterminethestructureofpublicsectorscompatibleandeffectiveto

practiceofchangemanagementbyusing both qualitativeand quantitativeresearch

design.

3.3. Sourcesofdata

The data obtained from qualitative questions were transcribed to supplementand

triangulatethequantitativedatasothatbothqualitativeandquantitativedatawereused.

Bothtypesofdatawerevitaltofillthelimitationsinherentwithonemethodwiththe

strengthofothermethod(Creswell,2009).Bothprimaryandsecondarydatasourceswere

usehadgotconsolidateddatasoastoreachonconcretefindings.Theprimarysources

ofdatawerecollectedfrom therespondentsworkingintheirrespectivesectoroffices.To

supplementtheprimarydata,secondarysourceswerecollectedthroughextensivereview
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ofpublished.In addition,differentdocuments like:Change managementpractice

guidelines,customerservicingmanualsandworkshopproceedingsaboutthesubject

understudy were use.Otherkey documents such as developmentstrategies and

academicjournalsrelatedtothestudyobjectiveswerereviewedtoenrichthefindingsof

thestudy.

3.4. DataCollectionInstruments

Inthisstudy,semistructured typesofdatacollectioninstrumentswereused to

increasetheextentofinformationcollectedfrom therespondentsinrelationtofactor

influencingchangemanagementpracticesintheselectedsectoroffices.

Questionnaire:inthisstudysemistructurequestionnairewaspreparedintheform of

Likerscaleandadministeredtorespondentstocollecttherequireddatainrelationto

the change management (CM) practices in public sectors,from the sample

respondents.Closed questionnaire was prepared collectthe sample which was

answeringbyrespondentreadingandwritinghim/herself.

3.5. SamplingTechniquesandSampleSizeDetermination

Thestudywasconductedonsixzonalpublicsectoroffices(FinanceandEconomic

DevelopmentOffice,Agriculture and NaturalResource DevelopmentOffice,Town

DevelopmentOffice,HealthOffice,AdministrationOfficeandRoadTransportOffice)

withatotalnumberof425employees.Thesixzonalsectorofficeswereselected

purposivelywithofconsiderationoftheirservicebehavior.Forexamplesamplesize

determination;threecriteriawereveryimportanttogetherwithrequiredsampledata

from respondents.Theseincludedthelevelofprecision(5%),levelofconfidence

interval(95%)andthedegreeofvariabilityintheattributesbeingmeasured(Miauous&

Michener,1976).Totalsample size forthis studywas 206 outofthe total425

employeeinthesixdifferentoffices.
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Thus,forthis,samplesizeestimation,theformuladescribedbyYamane’s(1967)was

usedn= =n= =206
N

1+N(e)2

425

1+425 2(0.05)

Where:

n= thesamplesize(206)

N=thestudypopulation(425)

e=thelevelofprecision(5%)

1=designatestheprobabilityoftheeventoccurring

Therefore,201respondentswereusedassampleforthisstudytogetherdatathrough

questionnaire.Theresearcherhas been deemed necessaryto takeindependent

sample forzonalpublic sectoroffice to ensure proportionate stratified sample

techniques representation because offices have differentnumberofemployees.

Thereforethesamplesizeforsamplezonalpublicofficecalculatedusingproportion.

Thestudyhasbeenusedproportionatesampleallocationformulasoastomakeeach

stratum sampledidenticalwithproportionofthepopulation.Thereforeproportional

samplesizefrom eachstratum iscalculatedbyusingthefollowingformula.

ni=

(Sourcehttp://ocw.jhsph.edu/courses/statmethodsforsamplesurvey)

Where:

ni=samplesizeforindividualzonalpublicoffice

Ni=thetotalnumberofpublicemployeesineachselectedpublicoffice

N=thetotalnumberofpublicemployeesintheselectedoffices
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n=thetotalsamplesizeforselectedoffices

Table1:Proportionatesampleforeachzonalpublicoffice

Numberofselectedzonal

publicoffices

Six(FEDO,ANRO,HO

AO,RTO,TDO,)

Totalno ofsamplesizein selected

publicoffice

n= =n= =206
N

1+N(e)2

425

1+425 2(0.05)

Source:Owncomputation;basedonGarageZoneCivilServiceOffice(2019/2020)

Bytakingtheabovetable,intoconsideration,theresearcherwasselected206sample

respondentsfrom thetotalmemberoftheseofficesusingproportionalmethods.

Having selecting such numberofsample respondents,the questionnaires were

distributebyusingsimplerandom samplingtogeteachrespondentfrom eachzonal

publicsectorofficebasedonsampleframe.Thissamplingtechniquewaschosenasit

giveseachmemberofpopulationequalchanceofbeingselectedandhomogeneityof

population characteristics.Therefore,the application of proportionalstratified

samplingwasappropriatewheneverthetargetpopulationhassuchcharacteristics

(Creswell,2003)

3.6. DataCollectionProcedures

Firstofall,preliminaryvisitsweremadeinthestudyareashadgottherequireddatain

relationtothepractices,awarenessoftheemployeestowardschangemanagement,

how changemanagementpracticewasadministerpreliminaryvisitsweremadein

studysectoroffices.Duringthistime,secondarydatasourcespertainingtothesubject
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understudywerereview and withtherespectivestaffonhow andwhentomake

orientation with the respondents.Then,questionnaires willadminister by the

researcherafterprovidingorientation.Thequestionnaireswilladministerinthezonal

publicofficesduringworkinghours(MondaytoFriday)throughtheresearcher’sclose

supervision.Thisisbecausetherespondentswereavailableduringworkingdays.After

datagatherthroughquestionnaire,theresearcherwillconductbywithkeyinformants.

Tothisend,theresearchersuccessfullycompletesthefieldworkbycreatingsmooth

relationshipwithemployeesworkinginthesectoroffices.

3.7. DataProcessingandAnalyzing

Theprocessofdataanalysisinvolvesseveralstagesnamely;datacleanupand

explanation.Datacleanupinvolvesediting,coding,andtabulationinordertodetect

anyanomaliesintheresponsesandassignspecificnumericalvaluestotheresponses

forfurtheranalysis.Tocompletequestionnaireswereeditedforcompletenessand

consistency.Thedatawasthencodedandcheckedforanyerrorsandomissions

(Kothari,2004).Frequencytables,percentagesandmeanswillusetopresentthe

findings.Responsesinthequestionnairesweretabulatedcodedandprocessedbyuse

ofacomputersoftwareSTATAversion13.0programstoanalyzethedata.

Thecollecteddatawasanalyzedusingdescriptivestatistics.Thisincludesmeasures

ofcentraltendencysuchasthemean,median,andfrequencieswhereapplicable.It

wasselecteddescriptivestudythatdescribeasample/groupofindividualsreportor

feedbacktothestudy,italsodescribe“whatis"or“whathappened".Forthisstudy,the

researcherwasinterestedinmeasuringandestablishingthefactorsthatchallenge

changemanagementpracticeinGuragezonepublicsector.Thefactorschallenging

changemanagementpracticestheindependentvariablesanddependentvariableis

changemanagementpractice.

Theregressionequationwas:
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 Where:

 Yisthedependentvariable(changemanagementpractice)

 oistheregressionconstant,

 1,2,3,and 4 arethecoefficientsoftheregressionequation,

 XIisemployeeandmanagementattitudetowardschange

 X2is,publicsectorstructure

 X3is,publicsectorculture

 X4iscommunication

 While@ isanerrorterm normallydistributeaboutameanof0andforpurposeof

computationisassumetobe0.

Finally the results are discussed and interpreted to draw conclusions,

recommendationsandimplications.

3.8. EthicalConsiderations

Therespondentswereintroducedabouttheobjectivesoftheresearchaswellasits

potentialbenefitsweremakingcleartotheparticipantsattheonsetinthefirstpageof

thesurveyquestionnaire.Theparticipationinthisstudywascompletelyvoluntaryand

oralconsentwasobtainsfrom allparticipants.Theywereassuredoftheanonymity

andconfidentialityoftheinformationtheyprovided.
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4.CHAPTERFOUR:RESULTSANDDISCUSSIONS

Inthissection,theoverallfactorinfluencingimplementationofchangemanagementin

thecaseofBPRinGuragezoneselectedpublicsectorswaspresented.Thisdata

analysisand interpretation partwascomposed ofdifferentinformation thatwas

gatheredthroughprimaryandsecondarydatacollectionmethods.Theprimarydata

wascollectedusingself-administeredquestionnaire.201employeesandorganization

managersrespondedtoself-administeredquestionnaire.Sotheresponseratefordata

collectionwasOutofthe206questionnairesdistributed,201werecollectedback

resultingin97.5responserate.

4.1. Respondents’Demographics

Thestudyusedquestionnairesandthequestionnairehastwoparts.Thefirstpartwas

demographicpartthesecondpartdiscussedtherelationshipbetweenselectedchange

management practices and organizationalperformance.The first part of the

questionnaireconsistsoffivequestionsrequestingaboutthesex,age,educational
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background,workexperienceandcurrentpositionoftherespondents.Theresultis

presentedasfollows;

Table2:SexofRespondent

SexCategory Frequency Percent

Male 145 72.14

Female 56 27.86

Total 201 100

Source,ownsurvey,2020

Asitcanbeenseenfrom thetable145or72.14%respondentsaremaleandtherest56

or27.86%arefemales.Thisindicatesthatitisafactmostoftherespondentsaremale

Table3:AgeoftheRespondent

Age Frequency Percent

Under25 15 7.46

25-30 30 14.93

31-35 98 48.76

35-40 35 17.41
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Above41 23 11.44

Total 201 100

Source,ownsurvey,2020

Theabovetableshowsthemajorityof(71.14%)therespondentsarebetween25and

35yearsold,(17.41%)respondentswhoarebetween35-40yearsold,(11.44%)while

above41yearsoldtakestherest(7.46%)areunder25yearsold.Thisindicatesthat

mostofthepublicsectorrespondentswereyoung.

Table4:EducationbackgroundoftheRespondent

EducationalLevel Frequency Percent

Diploma 26 12.94

Degree 132 65.67

MastersDegree 31 15.42

Others 12 5.97

Total 201 100

Source,ownsurvey,2020

The above table shows 12.94% ofthe respondents are diploma,65.67% ofthe

respondentsaredegree,15.42% oftherespondentsaremasterdegreeandtherest

5.97%ofrespondentsarecategorizedunderothersincluding12complete,10+1,10+2,
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and10+3whomostlyworkinclericaloperationareas.Theabovetableresultindicates

mostofpublicsectoremployeeseducationlevelsaredegree.Therefore,diplomaand

certificateholderswere38(18.91%)whereasfirstdegreeandabovequalifiedstaffs

were163(81.09%).Theacademicqualificationsisbelievedveryusefullforthestudy

thattheymightgivegenuineandresponsivenessinformationandunderstandfactor

influencingthechangeimplementationprocessundertakeninthepublicsector.Based

ontheresearchquestions,theresearchertriedtoevaluatetheresponsescollected

from therespondentslikeunder.

Table5:RespondentsWorkexperience

ExperienceinYear Frequency Percent

1-2Year 22 10.95

3-4year 57 28.35

5-6Year 50 24.88

Above7Year 72 35.82

Total 201 100

Source,ownsurvey,2020

Theabovetableshowstheworkexperienceofrespondents.Asitcanbeseenfrom the

tablethehighest(35.82%)ofrespondentshaveexperienceofabove7yearsinthe
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publicsectors,28.35%respondentshad3-4yearsofexperienceinthepublicsectors,

24.88% respondentshad5-6yearsofexperienceinthepublicsectors,andtherest

10.95% respondents have experience of1-2 years with the public sectors.This

indicatesmostoftherespondentshaveexperienceofabove7yearsataveragehence,

theyknowaboutthewholeactivitiesdoneinthepublicsectoranditisassumedthey

giveimportantinformationforthestudy.

Table6:Currentpositionoftheemployeesinthepublicsectors

RespondentPosition Frequency Percent

Clerics 7 3.48

Expert 79 39.3

Profession 109 54.23

Management 6 2.99

Total 201 100

Source,ownsurvey,2020

Withrespecttothepositionoftherespondents,3.48% fallinlowerlevelemployees,

39.3%experts,54.23%profession,andtherest2.99%fallinmanagers.Thisindicates
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thatitisafactthatineveryorganizationtherearefew managersandlowerlevel

employees.Mostoftherespondentswereworkingmorethan7yearsataverageand

positionsofexpertsandprofession188(93.53%)hence,theyknow aboutthewhole

activitiesdoneinthepublicsectoranditisassumedtheygiveimportantinformation

forthestudy.

4.2:Challengingfactorofattitudetoimplementchangemanagement

Table7:Familiaritywiththeterm changemanagement

Item:-Areyoufamiliarwiththeterm BPRpractice?

Response Frequency Percent

Yes 145 74.36

No 50 25.64

Total 195 100

Source,ownsurvey,2020

Theresultintable7indicatesthat74.36%oftherespondentswerefamiliarofchange

managementpracticeintheorganizationwhile25.64% oftherespondentswerenot

familiarofchangemanagementpracticeintheorganization.Thisindicatesthatthere

waschangemanagementpracticeintheorganizations.Therespondentsrespond

thesechangescanbeattributedtovariousmeasurestakenbythesectormanagersto

addressvariouschallengesinthesectors.Someofthosechangesinthepublic

sectors were including participatory planning through the organization plan and

individualplan.Enhancing familiarity of change management the Government

embarkedoninstitutionalframeworkaimedatimprovingpublicsectorperformance

andimprovingservicedeliverythroughthechangemanagementforresultscapacityof
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leaders and the public service development and promotion of accountability

mechanism tocitizens.

Table8:Participationinchangemanagementpracticeinpublicsector

Item:-Howmuchhaveyouwantparticipatedchangemanagementpracticeinthepublic

sector?

Response Frequency Percent

VeryLow 35 17.41

Low 50 24.88

Moderate 80 39.81

High 25 14.44

Veryhigh 11 5.47

Source,ownsurvey,2020
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The above table 8:presenthow much employee wantto participate change

managementpracticeinpublicsectoris,asitcanbeseenfrom thetable,result

indicatesthat39.81%,ofrespondentsconsidermoderate,24.88% ofrespondents

considerlow ,14.44%ofrespondentsconsiderhighand only5.47%,ofrespondents

veryhighwanttoparticipatechangemanagementpracticeinpublicsector.From this

resultwecandeducethatpublicsectoremployeehadmoderatewanttoparticipate

practiceofchangemanagement.

Table9:Importanceofchangemanagementimplementation

Item:-How muchimportantdoyouthinkimplementedchangemanagementinthe

publicsector?

Response Frequency Percent

Verylow - -

Low 10 4.98

Moderate 50 24.87

High 100 49.75

Veryhigh 41 20.398
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Source,ownsurvey,2020

Theabovetable9:presents how importanttheimplementedchangemanagementis,

asitcanbeseenfrom thetable,resultindicatesthat49.75%ofrespondantsresponds

considerhighimportanceimplementingchangemanagementinpublicsector.24.87%

ofRespondents responds considermoderate importance implementing change

managementinpublicsector.20.4% ofrespondentsrespondsconsiderveryhigh

importanceimplementingchangemanagementinpublicsectorandonly4.98% of

respondentsrespondsconsiderlowimportanceimplementingchangemanagementin

publicsector.From thisresultwecandeduceinpublicsectorswashighimportanceof

implementingchangemanagementchangemanagement.

Table10:Perceptionofemployeechangeeffortbymanager

Item:-Howpositivetheresponsewas

Response Frequency Percent

Verylow 50 24.87

Low 78 38.81

Moderate 63 31.34

High 10 4.98

Veryhigh - -
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Source,ownsurvey,2020

Thefindingsin table10:indicatethatpublicsectormanagereffortto implement

changemanagementin theorganization to 38.81% ofrespondentsconsiderlow

31.34% ofrespondentsconsidermoderate24.87% ofrespondentsconsiderverylow

andonly4.98%ofrespondentsconsiderhigh.From thisresultwecandeduceinpublic

sectorsmanagerefforttoimplementchangemanagementwaslow.Thisindicates

thatpublicsectormanagerinfluenceschangemanagementintheorganization.

Table11:Perceptionofemployeechangeoutcome

Item :-Doyouthinkthechangeeffortbroughtpositiveoutcome

Response Frequency Percent

Yes 157 78.11

No 30 14.93

Itisdifficulttomeasure 11 5.47

Idon’tknow 3 1.49

Source,ownsurvey,2020

Thefindingsintable11:indicatesthatperceptionofemployeethechangepositive

outcome in the organization majority 78.11% ofrespondents considerpositive

outcome14.9% ofrespondentsconsidernegativeoutcome5.47% ofrespondents

consideritwasdifficulttomeasureoutcomeandtheonly1.49% ofrespondents

considerwedon’tknow.From thisresultwecandeduceinpublicsectors implement
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changemanagementitoutcomepositive.

Table12:Publicsectoremployeesknow andunderstandofchangemanagement

implementation

Item:-Howmuchknowandunderstandemployeechangemanagementpracticeinyour

publicsector?

Response Frequency Percent

Verylow 27 13.43

Low 61 30.35

Moderate 83 41.29

High 25 12.44

Veryhigh 5 2.49

Source,ownsurvey,2020

Table 12:finding indicates How much know and understand employee change

managementpracticeinyourpublicsector?Asitcanbeseenresultfrom thetable,

41.29% ofrespondentsconsidermoderate,30.35% ofrespondentsconsiderlow,

13.43% ofrespondentsconsiderverylow,12.44% ofrespondentsconsiderhighand

only2.49%ofrespondentsconsiderveryhigh.From thisresultwecandeduceinpublic

sectors employee know and understand change managementpractice in the

organization moderate.This indicates thatpublic sectors employee know and

understandinfluenceschangemanagementpracticeintheorganization.
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Table13:Themainobstaclesthatfacechangemanagementpracticeinpublicsector

Variable Mean Std.Err.

Employeeresistance 3.48 .077

Managers’resistance 3.46 .076

Lackofknowledge 3.32 .073

Co-workerrelationshipproblem 3.80 .084

Insufficientorganizationalresources 3.28 .076

Employeeevaluationsystem problem 4.19 .065

Lackofexperience 2.70 .059

Insufficientemployeeparticipation 3.92 .081

Lackofemployeecommitment 4.29 .070

Lackofpublicsectormanagercommitment 4.32 .065

Source:From owndatacomputingSTATAsoftwareJune,2020.

ThefindingsindicatethattherespondentsagreedtoagreatextentthatEmployee

resistance,Managersresistance,Lackofknowledge,Co-workerrelationshipproblem,
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Insufficientorganizationalresources,Employeeevaluationsystem problem,Lackof

experience,Insufficientemployeeparticipation,Lackofemployeecommitmentand

Lackofpublicsectormanagercommitmentintheorganizationasshownbymeansof

3.483.46,3.32,3.80,3.28,4.19,2.70,3.924.29and4.32respectively.

From thefindingsindicatethatintermsofattitudethemajorobstaclestopractice

changemanagementinpublicsectorswerefoundtobeintheexactorderoftheir

appearanceLackofpublicsectormanagercommitment,Employeeevaluationsystem

problem,Lackofemployeecommitment,insufficientemployeeparticipation,andCo-

workerrelationshipproblem triggeredchangeintheorganization.

Table14:Hasthepublicsectorsolvedthesechangemanagementpracticeobstacles

Item:-Hasthepublicsectorsolvedtheseobstacles

Response Frequency Percent

Yes 24 11.94

No 113 56.22

Ihavenoinformation 64 31.84

Source,ownsurvey,2020

Table14findingindicatesthatthepublicsectorsolvedthesechangemanagement

practice obstacles as itcan be seen resultfrom the table majority56.22% of

respondentsconsiderpublicsectornotsolve31.84%.29% ofrespondentsconsider

theyhavenotinformationandonly11.94%.29%ofrespondentsconsiderpublicsector

hadsolvedchangemanagementobstacles..From thisresultwecandeducepublic

sectorswerenotsolvedchangemanagementobstacle
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4.3.Challengingfactorofstructuretoimplementchangemanagementinpublicsector

Table15:Challengingfactorofstructuretoimplementchangemanagementinpublic

sector

Variable Mean Std.Err.

1Howmuchchallengingfactoryoursectorstructurecompatibleto

practicechangemanagement?

3.62 .0765393

2How much challenge yourpublic sectorstructure to practices

changemanagement?

3.99 .0608716

3How much challenge the public sector structure change

managementtoachievethedesiredgoals?

3.90 .0666927

Source:From owndatacomputingSTATAsoftwareJune,2020.

Thefindingsindicatethattherespondentsagreesthatpublicsectorstructurewasnot

compatibletopracticechangemanagement,publicsectorstructurewaschallengingto

practice change managementin the organization and Public sector structure

challengingfactortoachievethedesiredgoalsintheorganizationmeansof3.6,3.99,
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and3.90respectively.

ThisstudyanalysisindicatesPublicsectorstructuretopracticechangemanagementa

majorchallenging factor,to achieve the desired goals,to implementchange

management,public organization compatibility problem to implement change

management.

4.4.Factorofculturechangemanagementpracticeinpublicsector

Table16:Inpublicsectorchallengeofcultureonchangemanagementpractice

Variable Mean Std.Err.

Goodmanagementwithrequiredprofession 3.9 .0573047

Goodcultureofopenness 3.21 .0711008

Followingcostminimizationsystem 3.34 .0755269

Goodcredibilityandfairnessoftopmanagement 3.67 .056133

Encouragingproblem solvingculture 3.95 .0631664

Goodteam spirit 3.19 .0651855

Developclearandfairevaluationculture 3.56 .073114
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Comfortofficetoimplementchangemanagement 3.59 .0800098

Usingcustomerservicestandard 4.12 .0736218

Developmeasureandevaluatecustomerservicesatisfaction

culture

4.13 .069939

Source:From owndatacomputingSTATAsoftwareJune,2020.

Theresultsintable16indicatethattherespondentsagreedtochangemanagement

practiceinpublicsectoracultureinfluenceneitheragreenordisagreethattherewas

Goodteam spiritGoodcultureofopenness,and Followingcostminimizationsystem,

thatgovernschangeintheorganizationasshownbymeansof3.19,3.21and3.34,

respectivelywhiletherespondentsagreedtomajorchallengingfactorofculturein

publicsectortopracticechangemanagementwereDevelopmeasureandevaluate

customerservicesatisfactionculture,Usingcustomerservicestandard,Encouraging

problem solvingculture,Goodmanagementwithrequiredprofession,Goodcredibility

andfairnessoftopmanagement,Comfortofficetoimplementchangemanagement

andDevelopclearandfairevaluationculture,withthechangeinmanagementas

shownbymeansof4.13,4.12,3.95,3.9,3.67,3.59and3.56respectively.

This study result indicates challenging factor of culture to practice change

managementin gurage zone public service the majorproblems were,Develop

measureandevaluatecustomerservicesatisfaction,Usingcustomerservicestandard,

Encouragingproblem solvingculture,Goodmanagementwithrequiredprofession,

Goodcredibilityandfairnessoftopmanagement,Comfortofficetoimplementchange

managementandDevelopclearandfairevaluationculture.

4.5.Challengingfactorofinternalcommunicationtoimplementchangemanagementin

publicsector

Table17:InpublicsectorChallengingfactorofinternalcommunicationonchange
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managementpractice

Variable Mean Std.Err.

How much challenge change management manager’s internal

communicationwithinthepublicsector?

4.02 .0694542

How much challenging internalcommunication in yourpublic sector

mutualrelationship among the employee which enables and sharing

experiencetoimplementchangemanagement?

3.97 .0679883

How muchchallengingfactorpublicsectorinternalcommunicationto

practicechangemanagementclearvisionthatgovernchange?

3.98 .0557347

How much Leadership challenging factor to implement change

managementinthepublicsector?

4.11 .0715138

How muchfactoradequatetrainingproblem toenablesemployeecope

withthechangemanagementpracticeinpublicsector?

4.01 .0557614

Source:From owndatacomputingSTATAsoftwareJune,2020.
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The results in table 17 indicate thatin public sectorthe factorof internal

communicationonchangemanagementpracticeinthepublicsectortherespondents

agreedthatthemajorchallengewereLeadershipinfluences,Changemanagement

manager’sinternalcommunicationproblem,adequatetrainingproblem toenables

employeecopewiththechangemanagementpracticeinpublicsector,problem ofto

implementchange managementclearvision thatgovern change,and influences

mutualrelationshipamongtheemployeewhichenablesandsharingexperienceto

implement change management in the organization as shown by means

of,4.11,4.02,4.01,3.98,and3.97respectively.

Thisstudyindicatesthatthemajorchallengingfactorofcommunicationtoimplement

change managementwere Leadership challenging factorto implementchange

management in the public sector, Change management manager’s internal

communication effectivelywith in thepublicsectoremployeeproblem,adequate

trainingproblem toenablesemployeecopewiththechangemanagementpracticein

publicsector,problem ofclearvisiontoimplementchangemanagementthatgovern

change,problem ofmutualrelationship among theemployeewhich enablesand

sharingexperiencetoimplementchangemanagementinthepublicsector.Therewere

themaininternalcommunicationfactorsinfluencingchangeintheorganization..

4.6.RegressionModelSummary

Table18:TheregressionModelSummary

Model R R-square AdjustedR-square Std. Error of the

Estimate

1 0.87 0.86 0.85 0.12

AdjustedRsquaredwascoefficientofdeterminationwhichtellsusthevariationinthe

dependentvariableduetochangesintheindependentvariable,from thefindingsinthe

abovetablethevalueofadjustedRsquaredwas0.85anindicationthattherewas
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variationof85%ofAttitudeofChangeManagement,StructureofChangeManagement,

CultureofChangemanagementandCommunicationofChangeManagement.This

showsthat85% changesin managementofchange could be accounted forby

changes in Attitude ofChange Management,Structure ofChange Management,

CultureofChangemanagementandCommunicationofChangeManagement.Risthe

correlationcoefficientwhichshowstherelationshipbetweenthestudyvariables,from

thefindingsshowninthetableabovetherewasastrongpositiverelationshipbetween

thestudyvariablesasshownby0.87

Table19:Coefficients

Source SS Df MS

Number of

obs
201

F(4,196) 1303.10

Model 76.24 4.00 19.06 Prob>F 0.0000

Residual 2.87 196.00 0.01 R-squared 0.86

Total 79.11  200.00 0.40 AdjR-squared 0.85

RootMSE 0.12

Y Coef. Std.Err. T P>|t| Beta

X1 0.24 0.02 10.15 0.0000 0.23

X2 0.18 0.02 7.67 0.0000 0.26

X3 0.07 0.02 3.50 0.0010 0.12
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X4 0.25 0.02 11.04 0.0000 0.45

_cons 0.45 0.04 12.28 0.0000

Summarystatisticsaredisplayedonthetoprightcorner.Thereare201observations

included in theregression analysis.TheF-statistic(F (4,96)=1303.1)teststhe

hypothesisthatallcoefficients(excludingtheconstant)arezero.Ifthenullhypothesis

iscorrectis,theprobabilityofobservinganF-statisticaslargeas1303.1is0.0000

(Strata’swayofindicatinganumbersmallerthan0.00005).Thatis,thep-valueisthe

significancelevelofthetestwhenweusethevalueoftheteststatistic,1303.1,asthe

criticalvalueforthetest.TheR-squaredfortheregressionis0.86andAdjustedR-

squaredis0.85.BothR-squaredandAdjustedR-squaredtellthat86%and85%ofthe

Variation on the dependentvariable,Change management(Y)is explained bythe

regresses,Attitude(X1),Structure(X2),Culture(X3)andCommunication(X4).

From thefullmodelregressionoutputshownabove,itappearsthatallvariablesare

significantpredictorofthe change management.The hypotheses thatattitude,

structures,cultureandcommunicationarestatisticallysignificantpositivepredictors

ofthechangemanagementareconfirmedbythisregressionanalysis,basedonthis

dataset.Oncetheoriginalhypothesesarerun,thismodelcanbetrimmedtoa

parsimoniousoneshowingtherelationshipbetweenthedependentvariableandonly

significantpredictors.

Thestudyregressionmodelis:

Y=0.45+0.24X1+0.17X2+0.07X3+0.25X4

From theaboveregressionequationitwasrevealedthatholdingchangesinAttitudeof

Change Management,Structure of Change Management,Culture of Change

managementandCommunicationofChangeManagementtoaconstantzero,change

managementwouldstandat0.45,aunitincreaseinAttitudeofpublicsectorChange
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Managementwouldleadtoincreaseinchangemanagementbyafactorsof0.24,unit

increaseontheStructureofpublicsectorChangeManagementwouldleadtoincrease

inchangemanagementbyfactorsof0.18,unitincreaseinCultureofpublicsector

Changemanagementwouldleadtoincreaseinchangemanagementbyafactorof

0.07andunitincreaseinCommunicationofpublicsectorChangeManagementwould

leadtoincreaseinchangemanagementbyafactorsof0.25.

5.CHAPTERFIVE

5.SUMMARY,CONCLUSIONANDRECOMMENDATIONS

Thischapterprovidesthesummaryofthefindingsfrom chapterfour,andalsoitgives

theconclusionsandrecommendationsofthestudybasedontheobjectivesofthe

study.Theobjectiveofthestudywastoassessthefactorsthatchallengechange

managementpracticeinGurageZonepublicsectororganizations.

5.1. Summary

The purpose ofthe study was to assess the factors thatchallenge change

managementpracticeinthecaseofGurageZonepublicsectororganizations.The

studyhasadopteddescriptivecasestudyofresearchdesignbyusingaqualitativeand

quantitativemethods,fullystructuredclosedquestionnairesystem tobeexact,tohelp

the researcher get insights of factors that challenge practices of changes

managementintheprocessofimplementation.Basedontheanalysisofdataand

discussionofresults,thefollowingsarethesummaryofmajorfindingsofthisstudy.

Thestudyfoundoutthattherewaschangeintheorganizations.Thestudyalsofound

outthatintermsofattitudefactorsthatchallengechangemanagementpracticelike,



63

lackofemployeecommitmenttochange,lackofmanagercommitmenttochange,

Employeeevaluationsystem problem,insufficientemployeeparticipation,co-worker

relationship problem,employee resistance,managers’resistance,and insufficient

organizationalresources.

Thestudyalsofoundoutthatintermsofculturefactorsthatchallengepracticeof

change managementlike,problem ofmeasure and evaluate customerservice

satisfaction,lackofUsingcustomerservicestandard,problem ofdevelopclearand

fairevaluationsystem,problem ofgoodcredibilityandfairnessoftopmanagement,

followingcostminimizationsystem problem,lackofgoodteam spiritthatgoverns

changeintheorganization,lackofgoodmanagementwithrequiredprofession,lackof

encouragingproblem solvingculture,.

Thestudyalsofoundoutthatpublicsectorstructurefactorsthatchallengepracticeof

change managementlike,problem oforganizationalresource,and organizational

compatibilitytoimplementchangemanagement,organizationalleadership,andpoor

organizationalstructurecausesresistanceamongemployeestoagreatextent.

Thestudyalso found outthatpublicsectorinternalcommunication factorsthat

influencespracticeofchangemanagementwerelike,challenging oforganization

Leadership,lackofclearvisionthatgovernschange,lackofadequatetrainingto

enableemployeescopewiththechangetoimplementandlackofmutualrelationship

amongtheemployee.

Thedescriptiveanalysisshowsthat,majorityoftherespondentsweremale(72.14%)

and94.03% oftheemployeesoftheorganizationareabovediplomaanddegree

holders and 5.97% oforganization staffs are fallin lowerlevelemployee and

participatedinoperationalworks.

Theresultsonpracticeandchallengesofchangemanagementshows,themajority

74.26%ofrespondentswerefamiliarwiththeterm changemanagement.

.Accordingtoanalysisthemajorchangemanagementpracticechallengingfactor
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wereemployeeandmanagerattitude,publicsectorstructure,publicsectorcultureand

publicsectorinternalandexternalcommunication.

5.2. Conclusion

Thegeneralpurposeofthestudywasasseschallengingfactortoimplementchange

managementpracticesinguragezoneselectedpublicsector.Thestudyhadfour

specificobjectives,toexplaintheoverallattitudeofchangemanagementpracticesin

publicsectors,todifferentiatecommunicationofchangemanagementpracticesin

publicsectors,todeterminethestructureofpublicsectorscompatibleandeffectiveto

practice,toidentifythecultureof publicsectorstopracticeschangemanagement.To

the end the studysoughtto identifyfactorthatchallenge public sectorchange

managementpractice.Internalfactorswerethemain triggersofchangemanagement

practiceinpublicsectororganizations,wereemployeesandmanagerattitude,organizational

structure,organizationalculture,organizationalinternalcommunicationtriggerstochangein

publicsectororganizationsinguragezone.

Thestudyalsoconcludesthattodifferentiatechallengingfactorofcommunicationto

implementchangemanagementpracticewithinthepublicsectorwere,leadership

influences,aclearvisionthatgovernschangeintheorganization,lackofadequate

trainingtoenableemployeescopewiththechange,andlackofmutualrelationship

amongtheemployeeswerethemainchallengingfactortoimplementchangeinthe

guragezonepublicsectororganizations.Hencechangemanagementsomefailurein

internalcommunicationhavesometimesledtofailureofimplementationofchange

managementinthepublicsector

Thestudyalsofoundoutthattoidentifytheoverallattitudeofchangemanagement

practicechallengeslike,employeecommitmenttochange,publicsectormanager

commitmenttochange,Employeeevaluationsystem problem,insufficientemployee

participation,co-worker relationship problem,employee resistance,managers’

resistance,andinsufficientorganizationalresources.

Thisstudyalsofoundoutthatchallengingfactorofculturetoimplementchange
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managementpracticeinguragezonepublicsectorthemajorproblemswere,develop

measureandevaluatecustomerservicesatisfaction,usingcustomerservicestandard,

Encouragingproblem solvingculture,Goodmanagementwithrequiredprofession,

Goodcredibilityandfairnessoftopmanagement,Comfortofficetoimplementchange

managementandDevelopclearandfairevaluationculture.

Thisstudyalsofoundoutthatchallengingfactorofstructuretoimplementchange

management,inthepublicsectorwere,changemanagementstrategy,thepublic

sectorstructureprovidesoverallframeworkforchangemanagementimplementation,

theorganization’svisionmission,strategyandkeylongterm objectives.werestrongly

influencedbythepersonalgoalsandvaluesofitsmanagement.

5.3. Recommendations

Thestudyfoundthatemployeeandmanagerattitudeinfluencechangemanagement

practiceintheorganizationtoagreatextent.Thestudythereforerecommendsthat

managerand employees’commitmentwillbe solve them in advance through

organization measuring and evaluation system,enhancing employee know how,

motivating employee wantto participate,seminars,and workshops and offering

trainingprogramstoinfluencechangemanagementintheinstitution.Thiswouldgo

handinhandwithensuringpropermanagementofemployees’resistance,employee

responsibilitiesandgoodorganizationalstructures.

From thestudyfindings,organizationcultureisfoundchallengetoimplementchange

managementinthepublicsectortoagreatextent.Thestudythusrecommendsthat

the public sector implementing change management should enhance their

organization culture,using customerservice standard,measuring and evaluating

customersatisfaction,developgoodcultureofopenness,encouragingproblem solving

culturetoenhancesuccessinthechangemanagementpractices.Thepublicsector

structurewillbewellalignedtoprovideoverallframeworkforstrategyimplementation,

thepublicsectorcultureshouldalsobeconsistentwiththechangemanagement

strategy.Thepublicsectorcultureshallalsobeenhancedasapowerfuldrivingforcein
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implementationofchangemanagementandthepublicsectormission,strategyand

keylongterm objectivesisstronglyrelatebythepersonalgoalsandvaluesofits

management.

Thestudyfoundthatchangeagentsarechallengingfactortoimplementchange

managementpractices in the public sectorto a greatextent.The studyfinally

recommendsthatchangeagentsresponsibleofleadingthechangemanagement

practicesshouldtryhardtoencourageothersforexcellencethroughemployees’own

behaviorandfullrecognitionofhighstandardsofbehavior.Thechangeagentsshould

alsotalkabouttheinstitution’svisionandgoals,theyshouldalwaysbepunctualand

wellprepared and they should hold regular meetings to stimulate ideas for

improvement.Thechangeagentshouldbeplaneemployeeandmanagerexperience

sharingscheduleintheorganizationandoutoftheorganization.Follow updaily

weeklychangemanagementimplementationimprovementplan.

5.4. LimitationsoftheStudy

Alimitationforthepurposeofthisresearchwasregardedasafactorthatwaspresent

andcontributedtovaryingratesofsuccessinthestudy.

Themainlimitationsofthisstudywerethatsixselectedpublicsectormanagerfaceto

faceinterviewnotconductbecauseoffaceofepidemicworldvariousco-vide19some

respondentsrefused to fillin thequestionnaires.Thisreduced theprobabilityof

reaching a more conclusive study.However,conclusions were made with this

responserate.Inadditionthestudyfocusedonpublicsectororganizationthatwere
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basedinguragezonehencethechangemanagementfactorsaffectingthem mightnot

bethesameasthoseaffectingsimilarorganizationelsewhereinthecountry.

Thestudywasalsolimitedbythesmallnumberofrespondentsandthenumberof

organizationsusedinthestudy.Thestudywouldhavebeenmoreaccurateifallthe

organizationsandalargernumberofrespondentswereusedinthestudy

5.5. SuggestionsforFurtherresearch

Thestudyhasexploredthefactorschallengingtochangemanagementpracticein

publicsectoringuragezoneandestablishedthatchangeagents,organizationculture,

communication,attitudetochangeandpublicsectorstructurearethemainfactors

influencingchangemanagementpracticesinpublicsectororganizationsingurage

zonepublicsector.ThepublicsectororganizationsinEthiopiahoweverarecomprised

ofmanyotherswhichdifferintheirwayofmanagementandhavedifferentsettingsall

together.Thiswarrantstheneedforanotherstudywhichwouldensuregeneralization

ofthestudyfindingsforallthepublicsectororganizationsinEthiopiaandhencepave

wayfornewpolicies.Thestudyfurtherrecommendsthatanotherstudybecarriedout

toincludeallthepublicsectororganizationsinEthiopiaandtohavealargernumberof

respondents.Furtheronmeasurestobetakentoensurethatrespondentsareassured

ofanonymitytoensurethattheyfillthequestionnaires.Thiswillensurethatthe

study’sfindingscanbegeneralizedtoallthepublicsectororganizationsinEthiopia.
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Appendix

Thequestionnaireusedforthesurvey

FACTORSINFLUENCINGCHANGEM ANAGEMENTPRACTICEINTHECASEOFGURAGEZONEPUBLIC

SECTOR

MScThesisResearch

SurveyQuestionnaire

PreparedbyAbdurezakSururIbrahim (MScStudent,WelkiteUniversity)

Emailaddress:abdurezak48@gmail.com

ThisquestionnaireispreparedtobefilledoutbyemployeesandmanagementsofGuragezoneselected

publicsector.Itisdesignedtocollectdataaboutinfluencingfactorpracticeofchangemanagementin

publicsector.Onthebasisofyourresponseandthoseofpeoplelikeyou;Ihopetogetabetter

understandingofinfluencingfactorthepracticeofchangemanagement.

Thepurposeofthisquestionnaireispurelyacademicandhencewillresultinnonegativeconsequencein

yourpresentjob.ThissurveyiscollectedforpartialfulfillmentofrequirementofMBAThesisatWolkite

University.

Youhonestandtruthfulanswersmeanalottothisresearch.Therefore,Iaskyoutofilloutthis

questionnaire with almosthonesty.Iwould like to extend mygratitude in advance foryourtime

consumptionandcooperation.

Note:Fillouttheform (allofit)andhaveitwithyou.Theresearcherwillcomeandcollectitfrom your

publicservicesector.



72

NB.

•Don’twriteyourname.

 (Pleasetickthe‘X’signintheboxyouselected)

Partone:Respondents’BiographicalInformation

1. Sex

Male Female

2. Age

Under25 25-30 30-30 35-40Above41

3. Educationbackground

Diploma MastersDegree

Degree other,Specifyit

4. Workingexperienceinthepublicsector

1-2years 5-6years

3-4years above7

5. Yourcurrentposition

ClericalexpertProfessional Management

Parttwo:1.Attitudeinfluencingfactorstopracticechangemanagementinpublicsector
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1.1Areyoufamiliarwiththeterm andpracticeofChangeManagement?

1.Yes 2.No

1.2.Howmuchyouwanttoparticipateinthechangemanagementpracticeinthepublicsector?

1.Verylow 2.Low 3Moderate

4 High 5.Veryhigh

1.3.Howimportantdoyouthinktheimplementedchangeistoyourpublicsector?

1.Verylow 2.Low 3.Moderate

4.High 5.Veryhigh

1.4Howispositivetheresponseoftheworkersforthechangeeffortsfrom management?

. 1.Verylow 2Low 3.Moderate

4.High 5.Veryhigh

1.5Doyouthinkthechangeeffortbroughtpositiveoutcomes?

1.Yes 2.No 3.Itisdifficulttomeasure 4.Idon’tknow

•Ifyouransweris“No”Please

1.Elaborate…………………………………………………………………………..……………………………………………

1.6. Howmuchknowandunderstandemployeechangemanagementpracticeinyourpublicsector?

1.Verylow 2Low 3.Moderate

4.High 5.Veryhigh
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1.7. Determinethemainobstaclesthatfaceduringchangesmanagementpracticeinyourpublicsector?

Rankthegivenalternatives.

Verylow Low Moderate High Veryhigh

Employeeresistance

Managers’resistance

Lackofknowledge

Co-workerrelationship
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Other,specifyit

…………………………………………………………………………………………………………………………………………………………………………………..….

1.8. Hasthepublicsectorsolvedthesechangemanagementpracticeobstacles?

1.Yes 2.No 3.Ihavenoinformation

1.9. IfyouanswerforQ.1.8isyes,inwhatwayshasthepublicsectortriedtosolvetheseobstacles?

…………………………………………………………………………………………………………………………………………………………………………………………

……………….

problem

InsufficientOrganizational

resources

Employeeevaluation

system

Lackofexperience

Insufficientemployee

participation

Lackofemployee

commitment

Organizationculture

OrganizationalStructure
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Challengingfactorofpublicsectorstructuretoimplementchangemanagement

2.1.Changemanagementishowmuchcompatibletoyoursorganizationstructure?

1.Verylow 2.Low 3.Moderate

4.Strong 5.VeryStrong

2.2Expresstheextentofyouragreementastohowmucheffectiveyourpublicstructuretoimplement

changemanagement?

1.StronglyDisagree 2.Disagree 3.Neitheragreesnordisagrees

4.Agree 5.StronglyAgree

2.3HowmuchyourPublicsectorstructurehelpedtoachievechangemanagementdesiredgoals?

1. StronglyDisagree 2.Disagree 3.Neitheragreesnordisagrees

4.Agree 5.StronglyAgree

3.Towhatextentdoyouagreewiththefollowingstatementsaboutchallengingfactorofcultureon

changemanagementpracticeinyourpublicsector?

Verylow Low Modera

te

High Veryhigh

1. Goodmanagementwithrequiredprofession

2. Goodcultureofopenness

3. Followingcostminimizationsystem

4. Goodcredibilityandfairnessoftop

management5. Encouragingproblem solvingculture

6. Goodteam spirit

7. DevelopClearandfairevaluationculture
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8. Comfortofficetoimplementchange

managementmchangemanagement9. Usingstandardservicegivingtocustomer

10 Developmeasureandevaluatecustomer

servicesatisfactionculture

4.Challengingfactorofcommunicationtoimplementchangemanagementinpublicsector

4.1.Towhatextentdoyouagreewiththefollowingstatementsaboutthechallengeofcommunicationto

implementchangemanagementinyourpublicsector?

Statements Very

low

Low Moderat

e

High Very

high

Changemanagementiscommunicate

effectivelywithinthepublicsector

employee

Thereismutualrelationshipamongthe

employeewhichenablescommunication

andsharingexperiencebetterimplementto

changemanagement.

Somefailuresininternalcommunication

havesometimesledtofailureof

implementationofchangemanagementin

thepublicsector.

Thereisaclearvisionthatgovernschange

inthepublicsector
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Leadershipinfluencesthechange

managementpracticesinthepublicsector

Thereisadequatetrainingtoenable

employeescopewiththechange

managementpracticeinpublicsector

•Others-pleasereleased…………………………………………………………

Thankyouforyourcooperation
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