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Abstract

This book includes seven chapters that discuss relevant issues associ-
ated with change management. The first chapter examines the concept
of change management and its impact on the company’s business per-
formance and sustainability. Change management is a challenging and
continuous process that requires a particular set of skills for both leaders
and managers. It is essential for leaders and change agents to understand
and be able to address the four W’s and one-H: Why? What? Who?
When? How? This chapter also highlights the concept and the impor-
tance of sustainable development, including economic, environmen-
tal, and social elements. The second chapter introduces different types
of changes including planned, unplanned, incremental and marginal,
transitional, and transformational ones. Various models of planned and
unplanned changes are also included in this chapter. The third chapter
focuses on the role of leaders as change agents. The fourth chapter dis-
cusses the concept of resistance, reasons, sources, and forms of resist-
ance to change. Managing resistance to change is an imperative task to
leaders and change agents. Managing resistance to change would greatly
impact the outcomes of any change initiatives. The fifth chapter defines
values, attitudes, personalities, and perceptions of individuals, and how
these determinants affect individuals’ behaviors, attitudes, and responses
toward organizational change. Organizational culture is one of the key
determinants of the success of a change process. Hence, a change effort
may not result in desirable outcomes without any changes or modifica-
tion of organizational cultures. The sixth chapter applies a wide range of
management theories to discuss the concepts, types, and importance of
organizational strategy and structure change. How organizational struc-
ture and strategy change can help leaders attain sustainability in their
organizations is also elaborated in this chapter. The last chapter pro-
vides a detailed discussion on the association between innovation and
sustainable development. It also predicts the future driving forces for
change, and the implications for sustainability. Overall, several organi-
zational examples are provided throughout the book to illustrate how

high-performance organizations grow their business, attain a high level



of socioeconomic performance, and at the same time achieve environ-

mental sustainability targets.
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Preface

Many organizations think that change management is something for
“big brothers” or only for organizations with ongoing problems. Some
think that changes may not apply to them at the moment. However,
every organization encounters changes every day, but they may or may
not acknowledge such changes, or feel the presence of such changes since
most organizations and people perceive changes as something unusual or
negative.

This book shares with readers—graduate and undergraduate students
and first-line managers—simple concepts, types, scales, activities, and
models of change and the change management process. A change man-
agement process should embrace all possible factors and features that
may directly or indirectly affect the members and performance of organi-
zations. All elements and stages in a change process are interdependent
and interactive. From the system perspective, a change process should be
considered as a system which includes different parts of an organization,
including activities, procedures, members, resources, policies, planning,
controlling, and such. Thus, one of the key roles of leaders or change
agents is to make various parts or elements in a change process align
with each other in order to make the whole system function effectively
and efficiently. From the perspective of sustainable development, posi-
tive changes would improve the possibility for an organization to achieve
economic or financial, social, and environment sustainability.

Leaders or change agents will significantly contribute to or hinder
the success of a change initiative. However, it is impossible for leaders or
change agents to forsake organizations’ members for their own interests
or agendas since members are the key determinants of the success of any
change effort. Leaders or agents should apply people-oriented and task-
oriented approaches to manage a change process. A change may not be
institutionalized if members mindset, attitudes, and behaviors remain the
same. Therefore, most of time, change management also embraces changes
in organizational cultures and other elements in the McKinsey 7-S plus

model, such as strategy, structure, skills, leadership style, staff, and so on.



X PREFACE

A distinctive feature of this book is the large amount of examples
and case studies with an Asian flavor from countries like China, Japan,
Malaysia, Singapore, and Taiwan. This book does not mean to burden
readers with many complex theories. Other significances of this book are
(1) the balance between theoretical and practical elements, and (2) the
interconnection between organizational change management and sus-
tainable development.

I want to convey the message that even a small change can make big
differences that can contribute to economic, environmental, and social
sustainability. Also, positive changes at the microlevel do produce results
which can have lasting effects. Finally, organizations should not avoid
change or make excessive changes within a short period of time. Why
is there a need to change? What needs to change? Who is involved in
a change process? How and when are change managed? These are still

important questions for leaders to address in contemporary business.

Huong Ha
Singapore 2014



CHAPTER 1

Introduction to Change
Management

This chapter examines the concept of change management and its impact
on the organization’s business performance and sustainability. It includes
a brief discussion on how the two key thoughts of change management
theories, namely technical focus and social focus, have been developed.
Change management is a challenging and unavoidable process. It is a
continuous process that requires planning, coordinating, organizing, and
controlling skills. It is very important for managers at different levels
in an organization to understand the four W’s and one-H of a change
process including (1) why change is important, (2) when change is
needed, (3) what needs to be changed, (4) who will be involved, and
(5) how change can be successfully managed. Additionally, this chapter
highlights the concept and the importance of sustainability, which has to
be implemented as an increasingly new trend in many organizations and
designed as part of strategic goals of change management in contempo-
rary business. It is worthwhile to note that the entire chapter will have an
Asian flavor with real case studies drawn mainly from various Asia Pacific

countries, such as Australia, Singapore, China, Taiwan, and Malaysia.

Organizational Change Management
What Is Change Management?

Organizational change management refers to planning, organizing, lead-
ing, and controlling a change process in an organization to improve its
performance and achieve the predetermined sets of strategic objectives.'
It includes the adoption of different techniques, instruments, and mecha-

nisms to manage the technical and human elements of an intervention,
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which is a change initiative. Applications of various fields and disciplines
connected with business, management, engineering, and organizational
psychology are embedded in a process of change management. Sustain-
able development encompasses economic, financial, and social aspects.>3
Since environmental sustainability cannot be achieved without economic
viability or, in other words, economic factors will play a decisive role in
determining whether appropriate actions should be taken to achieve envi-
ronmental goals in sustainable practices. (It is noted that the economic
factor becomes a less important one in the case where the organization is
required to comply with the environmental legislations such as Emission
Trading Scheme designed to reduce greenhouse gas pollution). This chap-
ter focuses on economic and environmental dimensions of sustainability.
In the context of sustainability, change management aims to achieve both
the financial and the environmentally sustainable momentum of changes
in business. In business strategy, this kind of change for sustainability is
referred to as a Sigmoid curve, which is an S-shaped curve.? The Sigmoid
curve or the second curve, representing a modified or a new business
strategy to improve the economic and environmental performance(s),
that commences before the previous business strategy, as illustrated in
the first curve, is ineffective or its effectiveness is diminished (refer to
Figure 1.1).

The original Sigmoid curve should include a series of S-shaped
curves as organizational change should be treated as a continuous pro-
cess that can help organizations improve their performance in a sustain-
able manner.’ In the modified Sigmoid diagram, the second S-shaped
curve, representing a modified or a new plan or strategy, should start

before the organization’s performance is in the trough of the previous

Peak Peak

Trough

Figure 1.1 Modified Sigmoid curves in change management process
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curve. And this cycle should be repeated when a need for change is
identified.

In this context, it is very important to start the next curve before the
organizational performance is observed to diminish, and to determine the
what, why, when, who, and how of the diminished performance. Accord-
ing to Simon Sinek, many people or organizations usually know whar
they do, and some know Aow they do it, but very few of them know why
they do it. Hall,” Modarres, and Fowler,® Hoskisson, Hit and Ireland,’
Modarres,'® and Sinek!! also explained that people were more impressed
or persuaded with the ideas of why things are getting done than the ideas
of what are getting done. Thus, given the importance of why, many organ-

izations should begin with the why question for any change initiatives:

e Why should such changes be made? What are the driving
forces for change?

e What are the changes (the content, context, and subject of
change)? What resources are required in the change process?
Are such resources available for the implementation of a
change intervention? If not, where can alternative resources be
found? What change model will be adopted? Why?

* When can a new change be made and when should
subsequent changes begin?

* Who will be involved in the change process? Who are the
stakeholders? Who are the change agents (those responsible
for managing changes)? Who will get benefits from a change
initiative? Who will be disadvantaged from such change? Who
will resist change? Why will they resist change?

* How can a new change be made?

It is important to know that all changes must involve and engage with
all internal and external stakeholders whose businesses or interests will be
impacted upon by changes. Change must not be imposed on stakeholders
as the possibility of resistance to change will become higher. Change must
be communicated and carried out in a manner such that it will be ben-
eficial to all the stakeholders involved wherever and whenever possible.

Thus, change agents must have a comprehensive understanding of the



4 CHANGE MANAGEMENT FOR SUSTAINABILITY

causes of problems and the nature of changes in order to manage change

effectively and efficiently.

Why is Change Management so Important to any Organization?

Organizational change is inevitable in both classical and contemporary
business operations and context. Change can occur at all levels: individual
(self), corporate (team and organization), national, regional, and inter-
national levels. Change can produce both positive and negative outcomes.
Change is unavoidable since the external environment and the inter-
nal environment of an organization has been dynamic, developed, and
evolved over time. Failing to adopt changes could result in (1) exaggeration
of existing problems of an organization, (2) survival of a business, and (3)
impact on the society and the environment.

The external environment of an organization embraces (1) the general
environment, which refers to political, economic, sociocultural, techno-
logical, legal, and environmental (PESTLE) factors; and (2) the specific
environment, which includes suppliers, customers, competitors, and
pressure group (SCCP) elements. Globalization can also be considered
as one of the most critical PESTLE factors and one of the most power-
ful driving forces for change in organizations (see Appendix 1.1). A fine
example of this is the recent world financial crisis that had a huge impact
on the business performances of many organizations in many countries,
which had had no choice but to take many aggressive changes in terms
of reduction in expenditure in order to offset for revenue reduction in
sales to remain viable. Another example is that both car manufacturers
Toyota and Ford have saved a significant amount of money in Victoria
through lean practice by eliminating the single-use transport packaging;
that is, multiple use of transport packaging can contribute to significant
cost savings, ease of handling and transportation, and reduction in waste
(environmental sustainability practice).'?

The internal environment of an organization comprises tangible
(physical and financial resources) and intangible resources (e.g., human
capital, trust, reputation, skills, knowledge, and intelligence) and capa-
bilities that are essential in the process of building core competencies and

gaining competitive advantages. Thus, it is important to understand the
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nature, causes, types, and expected outcomes of change so that change
can be managed satisfactorily.

One of the popular strategies used in the assessment of the company’s
internal and external impacts is strength, weakness, opportunities, and
threats (SWOT) methodology that allows an organization to examine its
own strengths and weaknesses in comparison with the industrial bench-
marks or other competitors as well as to formulate appropriate changes
to enhance its overall standing in the industry and achieve competitive
advantages over competitors. This can also be used as part of change
management strategy to achieve certain environmentally or socially
sustainable goals.

The aforementioned external and internal environment conditions
shape the nature, speed, complexity, and the uncertainty of changes.
Changes can happen in different forms, different areas, and at differ-
ent levels in an organization. From the perspective of business strategy,
when implementing a strategy, CEOs need to focus on the 7-S (strategy,
structure, staff, style, system, shared value and culture, and skills) plus
other 6-S (resources [apart from staff], innovation, information technol-
ogy including the Internet, knowledge management, finance, intellectual
property, legal and e-legal issues, mergers and acquisitions, and strategic
alliances) according to the McKinsey 7-S plus model.'® It means that they
may have to make changes in one or more of these areas in order to
be financially, environmentally, and socially sustainable.'* For example,
(1) an existing product or a process is modified or upgraded; (2) a current
structure is reorganized; (3) a current business strategy is evaluated and
improved; or (4) a new product, type of service, organizational structure,
culture or practice, or business plan is introduced. This list is not exhaus-
tive, and new types of change will continually emerge in the future given
the dynamic and continuous changes in the conditions of the external
and internal environments. Various forms and areas of changes are further
discussed in Table 1.1.

The examples shown in Table 1.1 reflect the fact that managing
organizational change is a very challenging process involving different
areas, various steps, and various stakeholders. It requires a multidisci-
plinary approach to identify the needs for change and manage change.
Thus, depending on the types of change, organizational change has been



6 CHANGE MANAGEMENT FOR SUSTAINABILITY

Table 1.1 Forms and areas of changes

Areas of change

Examples

Products (goods and
services)

In the early 1900s, Panasonic produced its first
product, which was the attachment plug. After that,
every few years, it has introduced a new product

to meet the ongoing needs of the customers. The
quest for innovation to create valuable and unique
products has made Panasonic become an electronics
giant as it is today. Panasonic manufactures a wide
range of products, such as digital AV (e.g., DVD
player and recorder, television, audio system), home
appliances (e.g., air conditioner, fridge, television,
fan, kitchen appliances), health care and beauty
products (e.g., massage chair, exercise equipment,
blood pressure meter, muscle stimulator, hair dryer,
and shaver). Such changes help the company sustain

and grow over time."

Process

Boeing has been adopted lean process that helps
different parts of a system—such as designing,
manufacturing, delivering, and supporting products—
function more efficiently, and thus can decrease

the production cost. Lean concept can help the
organization to systematically identify and reduce

or even eliminate waste. Boeing has also used a JIT
(just-in-time) system that provides both internal and
external stakeholders with what they want, when they
want it at the lowest possible cost.!®

Strategies (market
development, international
strategies, mergers

and acquisitions)

Nokia has drastically changed its business strategies
and industries, from a paper mill in 1865 to a
company dealing with cables and electronics
products and services in 1912 (Finnish Cable
Works). Nokia produced its first electronic device in-
house in 1962.17

Organizational design and

structure

During the SARS (Severe acute respiratory
syndrome) outbreak in 2003, many companies in
Singapore and around the world, such as Keppel
Land Corporation, Singapore Airlines, Google, and
HSBC restructured and re-engineered their business,
which resulted in the loss of many thousands of
jobs. On the other hand, many companies have
developed from a modest home-grown firm with one
outlet in Singapore to a multioutlet firm in several
countries within a short period of time, such as
Bread Talk group.
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Table 1.1 Forms and areas of changes (Continued)

Areas of change

Examples

Socioculture

The external environment has made employees
change their attitudes and mindset toward team work,
productivity, quality, and work-life balance. According
to Tan, Generation Y employees are looking for more
than just a high-paying job.'® They want to get a job
that is meaningful and challenging, and allows them
the opportunity to give back to the community. They
want to work for employers who can provide them with
better benefits (retirement plan, medical and dental
insurance), flexibility, opportunities, participation

and engagement, and personal and professional
development. Baby Boomer generation employees will
not be a dominant force in the labor market in the
next 10 to 20 years; instead Generation Y workers will
be the key driver of the workforce. Thus, companies
have to look for innovative ways to attract and retain
Generation Y talent.

Another good example of social-cultural change is the
policy shift in many countries toward a family-friendly
working place. The Singapore government has encouraged
companies to promote work-life balance, which aims to
respond to the low birth rate in the country.

Technological advancement
and physical resources (tools,
equipment, plant, logistics)

Technological changes have occurred at different levels
of an organization. Typewriters are no longer a necessity
in many companies; instead personal computers and
laptops are “must-have” office equipment.

In addition, many companies have produced innovative
new products, adopted green technology, and made
long-lasting products in order to meet the social and
economic requirements of a cleaner environment

and less waste. For example, Phillips has recently
introduced a new type of light bulb, which can last for
20 years and cost only $62 per bulb."”

Supply-chain development
(purchasing, distribution)

In the early 2000s, Dell adopted the direct business
model in Singapore that was bypassing retailers and
wholesalers to sell their products directly to
end-user/customers. Recently, Dell has changed its
strategic distribution by selling their products by
working with hypermarkets in China.

Partnerships

Toshiba, Sony, and Hitachi have been strong
competitors in the electronics industry for a long time.
However, they have joined forces and merged their
liquid-crystal display businesses in order to increase
their global competition in the market of LCDs for

handheld phones and cameras.?°

(Continued)
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Table 1.1 Forms and areas of changes (Continued)

Areas of change Examples

Social change According to Barkemeyer et al., George, and

Gladwin, Kennelly and Krause, intra-generational
equity, referring to a fair distribution of resources, and
providing equal opportunities to different groups of
people in the present generation, is also an element

of sustainable development.?! 2> 2> Some enterprises
have tried to address this issue by introducing special
programs and schemes to lighten the burden of elderly,
the minority, the low-income or no-income groups, and
the disadvantaged. For example, Guardian in Singapore
has introduced the Golden Senior membership scheme
to those who are 55 years and older.2* Members will get
discounts for their purchases and other special offers
during their birthday month. Many restaurants and
cafeterias in Singapore, such as the Ship Restaurant
and Bar or Swensen’s, do introduce low-cost meals to

students or offer special discounts to students and senior
25,26

citizens.

referred to as organizational development or organizational transforma-
tion by Cummings and Worley,”” Pryor et al.,”® Waddell and Cumming,”

Newhouse and Chapman.?

Evolution of Change Management Theories

Originally, there were two main schools of thought on change management,
one with technical and the other with a nontechnical focus. Technical-
focused school of thought has been introduced by engineers, with pio-
neers of this school being Frederik Taylor (father of scientific management
theory) and Henry Ford (father of Fordism theory). Scientists advocating
this school of thought explain that organizations can improve their perfo-
mance by analyzing and modifying technical aspects of their daily opera-
tions, such as revision of policies, modification of procedures, processes and
systems, and rearrangement of the order of steps in performing a certain
task 31:32,3334

In contrast, nontechnical (social or human) based school of thought has
been promoted by psychologists and behavioralists with predominant think-

ers in this field including William Bridges (author of Z7ansitions publication),
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Elton Mayo, and Fritz Roethlisberger (who became well known for their
Hawthorne studies). Researchers promoting this school of thought, on the
other hand, emphasize the importance of human factors, that is employees’
skills and readiness for change and how employees can adapt to change.’
The features of these two schools are summarized in Table 1.2.

Over time, these two thoughts of change management have con-
verged and the theories of change management in contemporary business

embrace both technical and social elements. The reasons are as follows:

* A focus on technical aspect without consideration of human
feelings and behavioral adaptation will demotivate employees.

* On the other hand, a focus on social element without
consideration of technical aspect will deprive opportunities
for innovation, which is an important drive of sustainability.

* Technology is rapidly changing, and thus employees must also
equip themselves with both technical and social skills so that
they can remain relevant in this changing global economy.

In this context, both technical and social elements must be

integrated in any change model.

Concept and Importance of Sustainable
Development in an Organization

Sustainable development refers to the allocation and preservation of the
current resources to satisfy the needs of the current generation and at the
same time to meet the needs of the future generations.’’

In other words, resources must be allocated and utilized in a way
that can satisfy the needs of the current and future generations. Sustain-
able development encompasses three key elements: economic, socio-
cultural, and environmental sustainability.?® Hawkes has also added
another pillar—culture.* Without the right organizational culture, it is
impossible for a change process to be successful as change requires a cul-
ture of openness, innovation, creativity, team work, risk management,
and problem-solving skills. We will examine in detail how organizational

culture affects change management for sustainable business strategies in

other chapters.
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In the context of an organization, change for sustainable develop-
ment refers to activities (allocation of resources, change of plans, reshape
organization structure, etc.) that modify the status quo to meet the cur-
rent business objectives or mission, and at the same time, to effectively
and efficiently help the organization to achieve its vision in terms of “what
they want to be in the future,” and “where they want to reach,” in a way
that is consistent with ecological integrity and social well-being.

From the marketing and strategic management perspectives, sus-
tainable development is important for various reasons. According to the
2010 Accenture global survey, 93 percent of the 700 CEOs, who partici-
pated in the survey, acknowledged that sustainable development was very
important to the successes of their companies.“ Firstly, a good or a service
has its own product life cycle starting from the raw material acquired to
the disposal stage. Such a good or service can only be sold in a market for
a fixed period of time and they will not be accepted by customers in the
original market after a period of time when the customers no longer find
any value from such products. Thus, new product or modified products
must be introduced in order to retain customers and avoid losing them
to the competitors.

Secondly, once a novel and disruptive technology becomes available,
as in the case of the recent introduction of iPhone and iPad by Apple,
the existing technological products become obsolete. Therefore, other
competitors of Apple Inc., namely HTC, Samsung Electronics, Sony, and
many others, have quickly developed new types of smartphones and tab-
lets to compete with the newly introduced Apple products.

Thirdly, a marketing program or a production process will be out-
dated due to the rapid changes in the external and internal environment
conditions. Also, a business strategy may be duplicated or obsolete due to
the new entrants, new customers’ demands, preferences and tastes, or out-
dated resources, capabilities, and skills. In the real life, some organizations
can make timely change in their strategies and directions, and are able to
adapt to the changing environment. For instance, when the former CEO
of Hong Kong headquartered Esprit Holdings Ltd., Van der Vis, tendered
his resignation in 2012, its share price plunged 21 percent, which was the
highest drop since January 2010.4! However, the company has rebuilt its

brand by changing its strategy that is employing a former senior executive



12 CHANGE MANAGEMENT FOR SUSTAINABILITY

from Zara (Rafael Pastor Espuch) to be its chief product officer. As the
result of this, its share price was increased by 7.8 percent, the highest gain
since Nov ember 2012.%2 On the contrary, some firms, which do not man-
age to carry out changes appropriately, have seen their business shrinking
and facing financial crisis, and even closure. Nokia is a modern example
of a business in crisis. Nokia took over Motorola’s position in the industry
and became the world’s largest mobile phone producer in 1998.9 Yet,
Nokia did not succeed in making timely and appropriate changes in order
to create new strategic and competitive advantages, which would have
helped it effectively compete with strong competitors, such as Apple and
Samsung. As a result of its failure in carrying out prompt and adequate
changes, Nokia was sold to Microsoft in 2013, and the CEO of Nokia
was portrayed as the loser of the year.

Among the many types of drivers of change, sustainable development
has become essential in any business and industry. Sustainable develop-
ment can create huge benefits to the business community in many aspects

as summarized in Table 1.3.

Table 1.3 Benefits of sustainable business strategies

Pillars of sustainable
business strategies Benefits

Economic or financial e Sustain and increase market share, which can increase
shareholder values.
e Gain opportunities for new business, which can help

firms improve financial performance.

Social e Improve external relations with the community

e Contribute to addressing social problems associated
with aging population, diversity at workplace, social
inequality, and others.

e Use of preapproved/certified suppliers who do not use
under age workers, and engage in socially responsible

manners, etc.

Environmental e Adoption of eco-efficiency processes and eco-
innovation programs can contribute to (1) reducing
operational costs, (2) complying with environmental
regulations such as Emission Trading Scheme, (3)
increasing corporate reputation, (4) improving
relationship with internal customers, and so forth,

(5) waste elimination, (6) reduction of toxic substance
emission, (7) use of renewable energy, (8) reuse of

bio-based material, etc.
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Contemporary Trends in Change and
Strategies to Achieve Sustainability

Three major trends have affected firms in contemporary business: globaliza-
tion, informational technology (IT), and innovation.* Globalization cre-
ates borderless markets and borderless businesses.*>* Adoption of advanced
technology enables firms to improve communication with external and
internal customers, and staff productivity.” IT also enables firms to per-
form tasks that are perceived time consuming and monotonous by human
beings, for example, scanning documents and sending them via e-mails.
Innovation allows firms to produce new products and services, and create
competitive advantages, including manufacturing products that are unique,
valuable, and difficult to be imitated by competitors. 84 All these changes
produce both opportunities and threats to firms. Only enterprise leaders,
who can manage such changes effectively and efficiently, are able to identify
and seize opportunities and minimize threats in order to sustain and grow
their business, especially through uncertain times.*

Different organizations have adopted different approaches to achieve
sustainability. For example, many firms have adopted triple bottom line
reporting as one of the tools to evaluate organizational performance.
Triple bottom line reporting approach includes social, economic, and
environmental sustainability,”! which is consistent with the three elements
of sustainable development. In the global context, firms can pursue the

following strategies to achieve sustainability:

¢ Several corporations view sustainability as a serious risk to
be dealt with. Some of them prefer to keep the status quo
if it does not affect their corporate performance. Others
see environmental sustainability as an opportunity for new
business ventures. For example, Mizuho Bank and many
banks in Japan and India provide loans to sustainable projects.
Sustainability is considered one of the push factors for a change
in direction to pursue new ventures as in the case of ANZ (The
Australia and New Zealand Banking Group Limited).

* Some firms just comply with government regulations on
environmental protection to avoid any capital punishment

and criticism from the media and pressure groups. This is
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one of the simplest methods to avoid capital punishment
(e.g., carbon tax or fine due to violation of environment
regulations), but it may entail high operational costs.

e Some SMEs (small and medium enterprises) apply
incremental changes to sustain their business and to
respond to calls for positive responsiveness to environmental
protection. For example, NTUC (National Trades Union
Congress) FairPrice supermarket in Singapore encourages
customers to reduce the use of plastic bags by using recycling
bags. By doing this, NTUC FairPrice can demonstrate
their corporate social responsibility (CSR) effort regarding
environmental protection, and at the same time reduce the
cost of providing plastic bags to customers. Shangri-La’s Rasa
Sentosa Resort and Spa and Hotel Michael at Resorts World
Sentosa have proved that small changes can add up to big
savings. Previously, hotel guests would discard the robes when
they needed to use the hangers. This led to washing costs of
robes even though they were not used. Now, Hotel Michael
provides folded bathrobes, instead of putting them on the
hangers. Shangri-La’s Rasa Sentosa Resort and Spa “replaced
their two ice cube-machines with chilled water dispensers.”>?
This initiative enables hotel staff to serve guests some chilled
water instantly.

* Some companies, under the pressure of stakeholders,
have to create new values and prove that they can achieve
environmental sustainability. This can be done by
collaboration with civil society organizations and government
agencies, and support environmental protection initiatives.

* The concept of Sigmoid curves has been adopted by a number
of companies to change directions of their business, even
when their companies are doing well, in order to pursue a
better opportunity. For example, Singapore Airlines (SIA), a
full service airline, aims to provide “air transportation services
of the highest quality and to maximizing returns of benefits of
its shareholders and employees.”? It has received international

recognition for its services and has been doing well. In 2011,
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SIA launched its wholly owned subsidiary, Scoot, a budget
airline. Scoot provides long- and short-haul no-frills travel.
This is a significant and smart move of SIA to capture its
market share in another segment of the airline industry.

* Organizations around the world have adopted CSR practice
as it has been considered one of the nonregulatory measures
to achieve environmental sustainability. CSR refers to
activities of organizations that go beyond what is required
by the legal system of the country in which they operate.”*>>

CSR encompasses four pillars: economic, legal, ethical, and

philanthropic.’*>” CSR initiatives include a wide range

of activities, such as providing scholarship and bursary to

needy students, sponsoring arts and sports events, organizing

campaigns to promote reduce, reuse, and recycling of papers and

organic materials and protect the environment, encouraging the
reduction in energy consumption, and so on, which will help
them operate in accordance with “their social license” in order

to meet the expectations of different groups of stakeholders.’®

Many organizations have gone beyond conformity with the

law, working closely with various groups of stakeholders to find

innovative ways to protect the environment.”’

Generally, the private sector has invested a significant amount of time
and money in research and development to invent new technologies, and
instill measures, in order, to mitigate and adapt to global climate change
and reduce the effect of their business activities on local communities
and the physical environment.®’ Yet, a proportion of firms are slow in
responding to the call for reduction of harmful effects on the environ-
ment and local community. These firms even do not comply with the
minimum legal requirements set by the law, but are engaged in efforts
only to maximize their profits. Such firms only look at the profit and loss
figures to evaluate their performance. As a result, they do not only have
to pay for legal costs but also for reputation costs, which reduce the level
of customers’ trust.’!

At the international level, the concept of sustainable development, the

role of business in achieving sustainable development, and the concept of
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business sustainability should be integrated and reflected in the princi-
ples of sustainable development discussed in various documents, such as
the UN Global Compact, the OECD the OECD Guidelines for Multi-
national Enterprises, the ICC Business Charter for Sustainable Devel-
opment, the CAUX Principles, the Global Sullivan Principles, and the
CERES Principles, prepared by the United Nations, the OECD, the EU,
and other international governmental and nongovernmental organiza-
tions.® In other words, these documents should be periodically revised to

reflect new trends in change in sustainability.

Conclusion

This chapter has discussed the concept of change management and its
influences on sustainable development and business performance in vari-
ous organizations. In fact, change management is important to organiza-
tions, not only in the private sector but also in the public sector and in the
third sector as well. Effective change management at the corporate level
helps (1) organizations meet the dynamic change in consumer’s demands,
needs, tastes, and preferences, (2) organizations respond to turbulences
occurring in both external and internal environments, (3) organizations
maintain or improve, or both their financial and nonfinancial perfor-
mance, and (4) leaders motivate employees to develop their potential. Also,
well-managed changes at the individual level will help (1) employees keep
up-to-date with the rapid development of technology and sociocultural
transformation, (2) employees perform their jobs competently, especially
when new skills are required to execute the tasks assigned to them, and
(3) employees prepare for a job change or a career shift. The external and
internal environment conditions of a firm have been constantly changed,
and thus organizations must be able to respond to such changes through

change management impacting sustainable business practices.

Review Questions

1. What is change management?
2. Discuss the concept of a Sigmoid curve and explain how it can help

organizations manage a change process.
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. Why is change management important to an organization?

. Discuss any of the four driving forces for change.

. Provide examples of forms and areas of changes.

. What are the two main schools of thought of change theories?
. What is sustainable development?

. List the three pillars of sustainable development.

O 00 N O\ N W

. Discuss the benefits of the three pillars of sustainable development
to firms.

10. What are the key trends that have affected firms in today’s business?

11. Discuss any three strategies which firms can adopt to achieve eco-

nomic sustainability.

Appendix 1.1
PESTLE driving forces for change

External
environment Features and examples
Political factors Political risks (e.g., civil wars, terrorism, threat of war,

riots) and political instability (e.g., change of government,
election turbulence) in a country will certainly affect the way
organizations operate their business. For example, the civil
unrest in Cairo, Egypt, in January 2013 had paralyzed the
market and made many companies temporarily shut down
their offices in the affected areas.

Stricter government rules and regulations regarding minimum
wage, foreign ownership, and so forth, have increased the
costs of doing business for firms and may crowd out foreign
investment. Too much red tape and bureaucracy have also
contributed to raise firms’ operational costs, and in some case
employees’ productivity has reduced due to too much paper
work involved. For instance, it takes months to register for a
new business, and the applicants for different types of licenses
have to obtain approval from different ministries in Vietnam.
The minimum wage law, in many countries, has increased
the costs of operations of many firms, which, in turn, lead to
closures of many of them. Recently, Indonesian government
has introduced minimum wage law applied to domestic
helpers. This led to a fall in the revenue of many recruitment
agencies in Malaysia and Singapore due to the lower demand
of domestic helpers from Indonesia as employers now prefer

to employ domestic helpers from new labor market, such as

Myanmar, Cambodia, and Sri Lanka.

(Continued)
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PESTLE driving forces for change (Continued)

External
environment Features and examples

Economic factors Frequent fluctuation macroeconomic indicators (e.g.,
fluctuation in the growth rate of GDP and GDP per capita
of various countries, high inflation rate, sudden changes in
interest rate and consumer spending, fluctuation in foreign
currency exchange rate, etc.) have affected the revenue and
operations of many businesses.

The high jobless rate in the United States and in many
countries in Europe has softened the labor market in these
countries; yet, this also affects the demand for goods and
services and reduces the purchasing power of consumers in
respective countries.

The increase in the number of middle-class income consumers
in emerging markets, such as India and China, has attracted
foreign investors from other countries to invest in these
countries. Therefore, local suppliers have faced tougher
competition with foreign suppliers.

New emerging markets open new opportunities to some
companies, but at the same time also pose threats to others.

Sociocultural factors ¢ Growing aging population challenges manufacturers to
produce novel and innovative products that can help to
make life of the aged customers more comfortable.

e Changes in preference and taste of customers, especially the
young generations, require new and/or modified products
with trendy designs.

¢ Organizations have to respond to cultural shifts, cultural
assimilation and merger, and managing diversity.

¢ It becomes more challenging for people to deal with office
politics, office bullying, and workplace violence.

Digital divide becomes wider as children in some countries
are taught to use computer at a very early age, whereas in
other countries the majority of population is IT illiterate

and does not know how to use computer.

Technical factors e New technology has been introduced at a fast pace (e.g.,
iPhone, iPad, smartphones, tablets, etc.)

¢ The Internet has provided a platform for new form of
commerce to be developed, such as e-commerce (electronic

commerce) and m-commerce (mobile commerce).

Identity theft, spam, scam, security, and privacy-related
issues become more serious, and the transient and
anonymous nature of the e-environment makes it more
difficult for e-users to protect themselves in the online
market.
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PESTLE driving forces for change (Continued)

External
environment Features and examples
Legal factors e Frequent changes in legal systems, such as new and/

or revised foreign investment law, environmental law,
employment law, and minimum wage law, affect the
operations of a business.

e Lack of law enforcement also entails problems as fraudulent
traders will take advantage of the loopholes of the legal
framework to gain unfair advantages.

e The absence of intellectual property law, privacy law, law to
administer patent, trademark, also causes loss to businesses
due to the growth of counterfeit/imitated goods, and lack of
consumption protection.

e Poor treatment of workers and the environment in
developing countries is also a concern of many groups of
stakeholders.

Environmental factors | ® The effects of global warming and climate change become
more severe, and mitigating them is a real challenge to
governments of all countries.

o Enterprises are under pressure to address many other
environmental issues, such as greenhouse emissions, land,
water, air and noise pollution, soil erosion, desertification,
energy conservation, ozone depletion, nuclear waste, and
so forth.

¢ CQO, trading is a big concern to business, which increases
the cost of production.

e Natural and human-made disasters frequently occur and
affect millions of people (e.g., the Haiti earthquake in
2008, the Sichuan earthquake in China in 2008, the
Russian heat wave in 2010, the typhoon Megi in the
Philippines in 2010, the tsunami in Japan in 2011, floods
in Tennessee USA and Rio de Janiero in 2010, tornadoes
in Illinois, Oregon and Wisconsin in the United States in
2010, landslides in Colombia, Mexico, and Venezuela in
2010 and Malaysia in 2011, the earthquakes in Chile and
New Zealand in 2011, the volcano eruptions in Iceland
in 2011, and the recent Sandy hurricane in New York in
2012, forest fires in Indonesia, etc.).

¢ Hunger, disease, and epidemics are ongoing threats to
human beings (e.g., SARS outbreak in 2003 in Asia,
H5NI1 bird-flu epidemic in Asia and China, Europe’s mad
cow outbreak in 2009, E. coli epidemic started in 2011 in
Germany and many others).







CHAPTER 2

Types and Models of Change

This chapter introduces different types of changes such as planned,
unplanned, incremental or marginal, transitional, and transformational.
Then, it discusses various models of planned and unplanned changes.
Next, based on the traditional change models, a change management
model is designed for sustainability, with a detailed inclusion of various

steps and substeps, and examples shown for each type of change.

Types of Change

Different authors have introduced various types of changes, based on

* scale (marginal or incremental and drastic or major changes);
* frequency (discontinuous and continuous change), and

* planning (planned and unplanned changes).

With regard to the aforementioned changes, Bond,! Burnes,? Holloway,’
Love et al.,* Luecke,” Rieley and Clarkson,® and Taylor’ discussed and
argued for continuous changes. They explained that constant changes
might not produce desirable outcomes since “people needed routines
to be effective and able to improve performance.”® Guimaraes and
Armstrong,” Grundy,'® Nelson,'! and Senior'? argued for discontinuous
change since firms can achieve cost effectiveness as “discontinuous change
does not promote a never-ending process of costly change initiatives that
creates less turmoil caused by continuous changes.”? Yet, a discontinu-
ous change may not be able to produce the desirable outcome in the long

run. Regarding the scale of change, Balogun and Hope Hailey observed
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that incremental change may be necessary in some cases when there are

only needs for

* enhancing the current process or procedure, or both;
* modifying a current products; or

* reassigning job tasks to staff members, and so on.'

“Such changes may be sporadic or ongoing, continuous improvement
initiatives as the result of organizations reacting to external forces for
change.”?® On the other hand, Cummings and Worley,'® Greenwood and
Hinings,'” Kelly and Amburgey,'® Romanelli,'” and Tushman® discussed
radical, major, or transformational changes that occur in situations when
a quantum leap was the key to move away from stagnancy, that is when
organizational performance was at the trough of the performance curve,
or when the turbulence or crisis was threatening the survival of the com-
pany. For example, a new CEO was recruited before BlackBerry declared
“bankruptcy” or Nokia became open to be taken over by another com-
pany. Dunphy and Stace?! and Nelson?? also divided the scale of changes
into four subtypes: fine-tuning or convergent, incremental adjustment,
modular transformation, and corporate transformation.

25,26

Lewin,? Lippitt, Watson and Westley,?4 and Kotter?>?° proposed var-

ious models of planned change. Kaiser and Kaiser discussed how planned
change could be persuasively supported by members of an organization.””
Shirey examined how the Lewin’s theory of planned change could be used
as a strategic tool to motivate employees participating in change.”® Nev-
ertheless, planned change models and theories have their own weaknesses
as planned change models cannot be applied across all situations, espe-
cially when the organization is in midst of a crisis or when the organi-
zation requires major and rapid alterations, but has only limited time
and resources, as it may not allow for detailed planning and stakeholder
consultation.??3%31 Also, it is not realistic to assume that all stakeholders
are enthusiastic and willing to participate in the change process.> Thus,
Dunphy and Stace?® and Dawson®® introduced a contingency approach
that organizations can apply when changes are unplanned. For instance,

the contingency approach can be applied in response to natural and
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man-made disasters, such as typhoons, floods, storms, hurricanes, forest
fires, hazes, and so on.?

In this book, changes are classified into planned and unplanned
changes, and further into three subtypes: marginal, transitional, and

transformational changes.

Planned and Unplanned Change

Planned change is a proactive response, which aims to develop an organi-
zation’s capabilities and core competencies in order to improve the organ-
ization’s performance and achieve its business objectives. Such change is
usually incremental, process-oriented, focused on long-term benefits, and
is expected by various stakeholders in the organization. It usually has an
internal focus on resources, strategies, and processes.*®

For example, after visiting the iPhone production line at a Foxconn
factory located in China, Tim Cook, the CEO of Apple, wants to
improve the working conditions of workers there. Apple and Foxconn
would then discuss how to implement the relevant changes regarding the
number of daily working hours in order to comply with the government
regulations, but not to reduce productivity and increase the operational
costs.”’

Unplanned change is a reactive response to pressutes caused by altera-
tions in the internal and external conditions. Such a change is usually
radical, outcome-oriented, short-term focused, and is unexpected by
organization members. It usually has an external focus on the shifts in
the environment and industry and applies to a specific division of an
organization.’®

For instance, Volvo Cars signed a new endorsement deal with new
basketball star Jeremy Lin in March 2012. Lin will be Volvo Cars’” ambas-
sador for two years. This embracement of “Linsanity” is considered an
unplanned intervention to respond a particular situation when fast deci-
sion and implementation are resorted to to enhance brand image and
business performance, especially in the strategic Chinese market where
Lin was marketed as a basketball sensation as he is idolized in China and

all over the world.*
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1.9 and Roggema et al.,*! have

Some authors, such as Robbins et a
classified changes into three types as follows. These types of change can
also be aligned with transitional and transformational sustainability (see

Figure 2.1 and Figure 2.3).42

Marginal, Transitional, and Transformational Change
Marginal or incremental or development change

* Improves or modifies an existing product, process, procedure
or system.
* Makes the current conditions better.

¢ Slightly increases the efficiency or effectiveness of a process.

Transitional change

* Designs and produces a new product, process, procedure, or
system.

* Implements a new state that requires the removal of the old state.

Radical or transformational change (see Figure 2.2)

* Redefines the vision, mission, and objectives.
e Adopts new business strategies.

* Restructures the structure of the organization.
¢ Changes organizational culture and practice.
* Reshapes a company’s or industry’s image.

* Makes new policies, regulations, and so forth.

When Apple introduced iPads and iPhones, the products were consid-
ered as a breakthrough innovation, both in terms of design and func-
tion. Such innovations can be classified as radical or transformational
changes. However, Apple’s new iPad is only an upgraded or modified
product from iPad 2. Thus, it should be considered as an incremental

or marginal change.

Figure 2.1 Examples of different types of change
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In 1965, Nokia produced paper in Finland. In the 1980s, Nokia
switched to produce televisions. Several years later, in the 1990s, dur-
ing the economic recession in Finland, Nokia changed its business
direction to become a manufacturer of mobile phones. In 2011, Nokia
was considered as one of the world’s leading manufacturers of mobile
phones. However, it could no longer sustain its leadership position
because of tough competition from other smartphone and tablet pro-
ducers, such as Apple and Samsung.®?

This is an example of transformational change when Nokia is
forced to change its core products due to the market conditions and

changes in customers’ needs and demands in different periods of time.

Figure 2.2 An example of transformational change

Dell applied the direct business model and launched Dell.com in 1996
to expand its market share in Asia Pacific. This business model allowed
Dell products to be sent directly to customers by Dell’s suppliers. No
physical office, warehouse, and factory were required, and thus Dell
was able to save a huge amount of money on overhead costs. However,
this business model lost its competitive advantage over other competi-
tors who were able to reach more customers by selling their products
via owned outlets and retailers. So, Dell has adopted a new business
strategy (this is new to Dell but not new in the market) by having a
physical outlet and having a distribution chain via IT retailers, hyper-

markets (Courts), supermarket (Carrefour), and so on, which allows
44

them to reach a wider segmentation of end-users.

Figure 2.3 A change in Dell’s business model

Planned Change Models

There are two types of change models that have been discussed by several
authors and have been applied by various firms. They are planned change
and unplanned change model. Although there are a number of planned
change approaches, the key models discussed in this chapter are Kurt

Lewin’s three-step change model, the positive five-step model, the action
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research eight-step model, John Kotter’s eight-step change model, and six

other change models discussed by Adrianna Kezar.

Kurt Lewin’s Three-Step Change Model

Kurt Lewin’s zhree-step planned change model suggests that “the stabil-
ity of human behavior was based on a quasi-stationary equilibrium sup-
ported by a complex field of driving and restraining forces.”> In other
words, change is the result of the interaction between two types of forces,
namely (1) forces that push for change and (2) forces that attempt to
maintain the status quo by resisting to change. Quasi-stationary equi-
librium occurs when forces for change and resistant forces to change are
balanced out. In order to make the change, the driving forces should be
stronger than the resisting forces.

Thus, the first step in a change management process is to unfreeze the
equilibrium so that old behavior can be removed and new behavior can
be successfully implemented. The second step is the moving stage where
new practice or behaviors, or both are introduced. In other words, ini-
tiatives or actions are adopted to make a less acceptable set of behaviors
become more acceptable ones by relevant stakeholders. It is noted that
changes can be short-lived without any positive reinforcement. Thus,
Lewin proposed the third step of refreezing the new set of behaviors.
This step aims to establish a “new quasi-stationary equilibrium in order

to ensure that the new behaviors are relatively safe from regression.”

The Action Research Model

This planned change model is very popular among change agents and
those who promote organizational development for the following rea-
sons. It proposes a full cycle process to develop organizations, instead of
responding to a crisis, by explaining how a change is identified, planned,
implemented, and evaluated. In this approach, the planned change pro-
cess is cyclical where interventions, referring to a series of actions, are
designed and guided by groundwork research and analysis of the develop-
ment needs of the organization. The whole process can be repeated if the
changes do not improve the current state of the organizations, or if new
issues arise during the change process, or new needs are identified. The

eight steps of this model are summarized in Table 2.1.
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Table 2.1 Eight steps in the action research model

Steps

Activities

Problem
identification by
the clients

Issues/problems are fist identified by clients (most of the time they are
the top management or founders of an organization), or via feedback

from staff members, or from internal and external customers.

Consultation
with the change
agents

After discussing with change agents, clients have to decide whether
they want to proceed with the change process to address the
problems, and whether their organization is ready for change. Once
the clients decide to embark on the change process, the next step
will be performed.

Data collection
and initial

diagnosis

Change agents have to work closely with the stake-holders to
collect data. The popular methods to collect data are interviews,
observations, and surveys. Secondary data can also be collected
via organizational performance data, reports, and other relevant
documents. It is noted that change agents may influence the
stakeholders’ views that they obtain data from.

Change agents will have to analyze the collected data and first
identify the problems that need to be addressed.

Provision of
feedback to the

clients

Change agents have to provide feedback to clients in order to help
them (1) identify the strengths and weaknesses of their organizations,
(2) find out whether their organization is ready for change, and (3)
whether their organization has the capacity and capability for changes.

Joint diagnosis of
the problem

Clients and change agents have to work with each other to diagnose
and prioritize the key problems that need to be addressed at the
earliest. Usually, an organization may face many problems at the
same time, and thus change agents and clients must prioritize the

problems according to their urgency.

Joint action and

Once the problems are clearly diagnosed, change agents and clients will

planning discuss, strategize, and plan appropriate interventions. Change agents
and clients must consider organizational culture and practice, the level
of technological adaptation in the organization, any alteration in the
external and internal environment when they design the interventions.

Implementation | During the implementation stage, there is a transition period

of changes when current behaviors and practice are still maintained while

new behaviors and practice are introduced. New problems may
arise during this transition period, and the change agents must
communicate effectively and timely with the stakeholders, and they
must closely monitor how changes are implemented and modified if
it is required to do so.

Evaluation of
changes and
provision of
feedback to the

clients

Relevant data regarding the outcome of the changes, feedback from
stakeholders, and others must be collected after the implementation
process so that the effects of changes can be measured accordingly.
The change agents must provide feedback from the stakeholders and
the outcomes to the client. They, then, have to decide whether new

problems arise, or re-diagnosis and new actions are required.

Source: Collier (1945), French (1969), Schein (1985), Waddell et al. (2011).
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In the action research model, interventions can be implemented in
smaller subunits, such as a team, a division, or a department, to the whole
organization or communities. In contemporary business, this model is
applied internationally by both profit and not-for-profit organizations in
order to achieve positive social change.

Compared to Lewis’s change model, this model seems to be more
complex, comprehensive, and holistic, as it requires a high level of coop-
eration between the change agents, clients, and relevant stakeholders
in the change process. The concept of colearning is emphasized in this

model to bring about a change in the organization.

John Kotter’s Eight-step Change Management Model

Similar to the action research model, John Kotter’s change model also

includes eight steps as discussed in Table 2.2.

Six Main Change Models and Theories Discussed by Kezar (2001)

Kezar, in his work “Understanding and Facilitating Organizational
Change in the 21st Century: Recent Research and Conceptualiza-
tions,” discussed six main change models and theories, which are the
life cycle, evolutionary, technological, political, social-cognition, and
cultural models.?” The key features of each change model are explained
in Table 2.3.

The first three models have been criticized for lack of planning and
focusing on the simple and linear relationship among variables. The polit-
ical and social-cognition models have been welcomed for the recognition
of complexity of a change process. They also acknowledge the ambigu-
ity, some irrationality, and power struggle in different stages of changes.
Finally, the cultural model presents a more systematic view on a change

process, but limited practical advice can be obtained from this theory.%®

The Positive Model

The positive model is basically different from other planned change
models. Instead of identifying a problem and bringing about a change

to rectify the problem, this model focuses on developing what is working
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Table 2.2 Kotter’s eight-step planned change model

Steps

Activities

Create a sense of urgency

The management of an organization and/or change agents
need to scan and analyze both internal strengths and
weaknesses. They also need to examine market and the level
of competition (external opportunities and threats) (SWOT
analysis). They need to identify the current and potential

crisis situations and opportunities for business expansion.

Form a powerful team to
implement the change
process

The management of an organization and/or change agents
need to form a group of stakeholders who are competent,
committed, and powerful enough to lead the change
process. They have to encourage the group members to
work closely with each other as a team.

Strategize an appropriate

vision

The management of an organization and/or change agents
need to develop a clear vision, which can provide the
directions to stakeholders during the change process. They
have to plan and develop strategies in order to achieve the
change outcomes. In this case, the vision must be linked to

sustainability.

Communicate the
created vision to all
relevant stakeholders

The management of an organization and/or change agents
have to adopt various channels to communicate the new
vision and strategies to stakeholders. New behaviors are
taught by “the example of the guiding coalition.”*

Engage and empower
relevant stakeholders to
perform their duty toward
new behaviors and

achieving the vision

The management of an organization and/or change agents
must (1) minimize obstacles and manage resistance to
change, (2) change structures and systems that seriously
affect the achievement of the vision, and (3) encourage risk

taking, creativity, and innovation.

Produce adequate
short-term outcome to
maintain the change

momentum

The management of an organization and/or change

agents have to (1) produce significant, visible, and timely
outcome, (2) reward stakeholders who adopt new behavior
and positively take part in the change process.

Strengthen the changing
forces and use such forces
to address other more
difficult problems

The management of an organization and/or change agents
need to (1) foster the change efforts by changing systems,
structures, human resource policies that do not support
the achievement of the vision, (2) employ, train, promote,
and develop stakeholders who can contribute to achieving
the vision, and (3) foster the change process with new
initiatives and interventions.

Internationalized new
behavior and practice in

the organization

The management of an organization and/or change agents
have to (1) make stakeholders see the linkage between
new behaviors and improvement in the performance of

the organization, (2) encourage model behaviors, and (3)
encourage relevant members to practice new behaviors
across various sections and departments of the organization.

Source: Kotter (1995), p. 61.
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Table 2.3 Six planned change models discussed in Kezar’s work

Models

Features

Life cycle

This theory adopts the studies relating to child development.
Similar to the product life cycle theory in business, it emphasizes
different stages of organizational development, including growth,
organizational maturity, and organizational decline.’® Change is
theorized as a natural process of organizational development.

Evolutionary

This theory explains that a change process is linear and logical.
It focuses on the influence of individual managers and members

in this process®°%%3

Teleological

According to this theory, organizations have the ability to adapt to
the changing environment. Management, change agents, and other

members may initiate changes when there is a need for doing so.**

Political/dialectical

Dialectical or political change models explain that changes
occur due to the clash of different ideologies or belief systems.>
When human beings are interacting with one another, conflict
is unavoidable. Thus, the processes of change are conceptualized
as “predominantly bargaining, consciousness-raising, persuasion,
influence and power, and social movements” that will occur

during a change process.*

Social-cognition

This theory considers a change process as being a learning and
mental adjustment process, similar to sense-making and mental
models. When individuals find that they need to learn, grow,
and develop their potential, they will change their behavior,

mindset, attitude, and so on.’”

Cultural

Similar to the mechanistic view of resistance by Ford, Ford

and D’Amelio,’® and Ford and Ford,” changes are natural
phenomena as they will occur naturally in order to respond to the
shifts in the culture and the internal and external environment.

well and what an organization is doing right (Table 2.4). Appreciative

inquiry (Al) approach is the main instrument in this change process.

Change agents will engage all stakeholders in the creation of a “positive

vision” so that everyone is motivated to be committed to making the

change happen as discussed by Cooperrider, Whitney, and Stavros as fol-

lows:

Every organization has something that works right—things that

give it life when it is most alive, effective, successful, and con-

nected in healthy ways to its stakeholders and communities. Al
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Table 2.4 Five step of the positive model

Steps Activities
Initiate the Change agents will try to engage all relevant stakeholders to
inquiry determine the subject of change.

Some questions may be asked during this stage, such as (1) What
are the positive (and negative) aspects or factors? (2) How are such
factors decided? (3) Who decides them? (4) Who all demonstrate
positive attitudes and are willing to be engaged in the inquiry and
the change processes?

Search for good Members involved in the change process, including change agents
and best practices | and relevant stakeholders, will collect information about what are
the department’s or organization’s strengths, for example, what the
department of the organization can do better than others, or what is
the best practice pertaining to the identified subject of change.
Importantly, the process should focus on collective purposes and
efforts, and the positive arc of organizations’ strengths as proposed
by Cooperrider and Mcquaid,®® and Cooperrider and Fry.o!

Discover the Members will analyze the collected information to find out the
good and best common good and best practice, for example, what could be done
practices to continue with the best practice?

Envision a Members will examine the identified themes and develop a shared
preferred future “vision” (what should be), which can provide directions for new

behaviors. Members will also have to identify stakeholders and
processes to support the achievement of the shared vision.

Design and Members will design plans and activities required to bring out the
deliver ways to vision. Members will monitor the implementation of interventions,
achieved the make changes, evaluate the outcomes, and make recommendations
preferred future for improvement, and so on.

Source: Waddell et al. (2011), Fitzgerald, Oliver, and Hoxsey (2010).

begins by identifying what is positive and connecting to it in ways

that heighten energy, vision, and action for change.®

In terms of sustainability, organizations should retain the positive aspects
and practice, such as avoiding duplication of resources, using recycle
papers, saving energy consumption, and so on. Apart from the positive
aspect, other foundation principles of the Al approach include being con-
structive, simultaneous, anticipatory, and poetic.®

Fitzgerald, Oliver, and Hoxsey® and Whitney and Trostern-Bloom®
also added the free choice principle. Positive emotions can create synergy

for organizational change since “emotions are short-lived experiences that
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produce coordinated changes in people’s thoughts, actions, and physi-
ological responses.”® Thus, positive aspects, both emotional and physi-
cal, and the surroundings, would affect the change process. Actually, the
impactful Al principles incorporate both the ancient wisdom and today’s
endeavours, which “inspire innovations that can transform the way
humanity evolves and humankind connects, transcending geo-political,
national, and cultural differences.”®”

For instance, Singapore Airlines has been well known for its service
excellence. Apart from a steady focus on the continuous development
of its strengths in providing excellent services to passengers, it has also
focused on the cost effectiveness.*®

However, Bush explained that there were arguments against the appli-
cation of the Al approach since “a balanced focus on what’s working and
what’s dysfunctional was more likely to generate a valid diagnosis than just
one or the other.”® If organizations only focused on the positive aspects
and ignored the negative sides, negative organizational experiences and
issues may not be addressed, which will suppress important and meaning-

ful dialogues, discussion, and debates on what needs to be done.”®7!7?

Critique of Planned Change Models

According to Pryor et al. and Waddell et al., although some models do
include the people element (i.e., changes in mindset, processes toward
employee empowerment) in the change process, these aforementioned
planned change models do share some limitations in terms of conceptu-

alization and practice.”

Conceptualizing Aspect

¢ The planned change theories provide limited knowledge and
information about how to change the behaviors of members
in organizations.

* Context is a principal determinant in any change process. Yet,
the current models do not really indicate how they can be

adapted in different contexts.
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* Change is not linear or completely logical since new
conditions often emerge and disrupt the planned process. Yet,
elements that remain unchanged within the change models are
not paid enough attention by the proposers of these models.

* Evaluation methods of the planned changes are vague and

inaccurate.

Practical Aspect

* DPlanned change models do not reflect the skills, experience,
and knowledge of change agents and members.
* These models do not discuss how unrealistic expectations

within the organization can be addressed.

Although the planned change models have a number of advantages, they
are criticized for being unrealistic in crisis situations. Thus, some authors
have tried to address the issues associated with planned change by intro-

ducing unplanned change models.

Unplanned Change Models

An unplanned change theory, the contingency approach, has
been proposed by Dexter Dunphy and Douglas Stake.”* They argued
that changes may be planned or unplanned, and thus approaches to
change management should be modified according to the emerg-
ing situations. The contingency approach allows change agents
and relevant parties to consider and adopt various scales of change
(fine-tuning, incremental adjustment, modular transformation, and
corporate transformation) and styles of management (collaborative,
consultative, directive, and coercive) when managing change in an
organization (Figure 2.4).

This model is situational because the change made is contingent on
how “to achieve optimum fit with the changing environment.””® It means
that the change may be suitable for that particular situation, and such

change may not be appropriate in other situations.
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Can you identify the scale of the following changes?
1. Toshiba responded to the market situation in Japan
Toshiba stopped producing televisions in Japan due to low demand,

decreased price, and unfavorable foreign currency rate.”®

2. McDonalds repositioned itself in the market

In the first quarter of 2006, McDonalds suffered the greatest ever loss
for many reasons. In addition, interest groups and anti-obesity and
anti-junk-food groups blamed the company for its unhealthy products.
John Skinner, the then CEO, brought about a change in McDonald’s
business culture. These changes included the revamp of the look of its
stores and the introduction of new and healthier products, such as new
espresso drinks and healthier menu items. It fully focused on the needs
and wants of its customers. As the result of these changes, McDonald’s
was able to build a strong customer-focused culture. This change helped

McDonalds restore its business and make it a profit earner again.”’

3. Unilever sustainable living plan’®

Going beyond what is required by legal requirements and “usual busi-
ness goals,” Unilever introduced the Unilever Sustainable Living Plan
(USLP), which aims to balance its business growth and environmental
protection. This plan also aims at enhancing its social impact in a posi-
tive manner, which, in turn, improves its business performance.

This plan includes three main goals: (1) improving health and
well-being, (2) reducing environmental impact and source 100 per-
cent of our agricultural raw materials sustainably, and (3) enhancing
the livelihoods of people across [its] value chain.””

In order to achieve these three goals, Unilever maps out seven initi-
atives, covering a wide range of activities from health, nutrition, reduc-
tion of greenhouse gases to waste management, sustainable sourcing,

and better livelihoods.

Figure 2.4 Examples of scale of change

A Change Management Model for Sustainability

Change management is a process that is continuous, multidimensional,
and challenging. It has to systematically deal with people, practice, atti-

tude, behaviors, strategies, processes, structures, and mechanisms. In
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order to achieve the set objectives of any change initiative, we need to
understand various steps involved in a change process and set the require-
ments necessary for a smooth flow of changes.

In this chapter, a change management model has been introduced,
based on the underpinning theories compiled from various models
in different fields, such as planned change theories by John Kotter,*
Kurt Lewin,® Dianne Waddell,*> Thomas Cummings and Christopher
Worley,®? and Adrianna Kezar,3* public policy theories, and the rational
or formal models in business strategic management.®>% Apart from
responding to the mission, vision, and varied external and internal fac-
tors, sustainability should also be one of the main goals of the proposed
change management model.

A step-wise approach should be employed to manage changes effec-
tively and efficiently. The following five-step model (see Figure 2.5),
incorporated various theoretical change models and is introduced as a

guide to a successful change management process for sustainability.

The First Stage: Preparation for Change

This step requires the persons in charge (PICs) to search for and engage
change agents and relevant personnel with different backgrounds and dif-
ferent types of expertise at various levels, such as middle and first line
managers, team leaders, team members, to identify problems and differ-
ent types of changes necessary for an organization to respond to external
and internal fluctuation.

In other words, a strong, competent, and committed team should be
formed in this stage to carry out the change process.®” In order to have a com-
mitted team, change agents and top management must create an appropriate
vision that is shared, agreed, and appreciated by members in an organization.

The change agents and the involved parties in an organization must
conduct scanning and an analysis of both external and internal environ-
ments, and identify relevant problems. They must have the ability and
capabilities to assess whether changes are needed or the status quo may be
a better option before they can make recommendations to the manage-
ment of the organization. The views and the interests of different groups of
stakeholders must be taken into account in order to avoid wrong diagnosis

of a particular issue, which may lead to over- or under-response to the issue.
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Figure 2.5 A change management theoretical framework for
sustainability (Ha’s change framework)

Systems and resources required for change must also be seriously con-
sidered and secured before change process can take place. In many cases,
the change process gets delayed or is stopped due to insufficient resources

and inappropriate systems.



TYPES AND MODELS OF CHANGE 37

In addition, change cannot take place without management’s approval
and support, and thus leadership commitment is extremely important to
the success of a change process. Even with the management’s support, the
change agents and the involved parties must also gain support from other
stakeholders as change can only be transpired and institutionalized if
stakeholders are willing to alter their attitudes, behaviors, and practices to
respond positively to new activities, new initiatives, new human resource
arrangement, and new processes.

It is impossible not to identify suitable communication strategies and chan-
nels at this stage as effective communication is a must-have for the success of
a change process. Change agents and relevant PICs must communicate the
shared vision and the intention of change, and how changes are prepared and
implemented to all relevant stakeholders in a timely and accurate manner.

Risk management is a vital element of a change process. Approaches
to change and change interventions should be built upon the risks identi-
fied in the changing internal and external environments. Such risks must

be appropriately managed during the implementation stage.®®

The Second Stage: Selection of Change Approaches

Since not all problems can be addressed at the same time and within a
short period of time due to limited time and resources, the change agents
should prioritize the identified problems and diagnose the root causes of
the prioritized problems during this stage. It is important that the change
agents should recognize the linkages between the needs and the readiness
for change in order to set the timeline for change. In many cases, there is
a need for change in an organization. Yet, the organization is not ready
for change or it does not have sufficient capability for change. In this case,
the change agents should work closely with the clients to decide which
problems should be addressed first.

Also, many problems and different types of change may occur in an
organization at the same time. Some changes are minor, and others are
major. Some changes may be urgent and critical, whereas others may not
be so pressing. Therefore, change agents must prioritize changes according
to their importance and urgency. MoSCow analysis is one of the popu-
lar techniques used in prioritizing changes in the organization. MoSCow

technique allows an user to prioritize the changes into four categories:
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(M)ust have, (S)hould have, (C)ould have, and (W)ill not have.?? The
changes should be implemented according to these priorities.

In this stage, all possible implications of changes must be identified
as they will affect the selection of different change options. All possible
outcomes and recipients who will be affected by the changes must be
clearly identified and assessed in order to decide whether a change should
be implemented or the status quo should be maintained. The assessors
should examine the pros (arguments for) and cons (arguments against) of
each model, referring to each selection criteria.

Similar to a business strategy and a public policy exercise, the change
agents and the involved parties should examine a wide range of change
models as per the selection criteria, such as meeting the organization’s
business objectives, cost efficiency, operational efficiency and effective-
ness, sustainability, acceptability, and so on.

The change agents should also identify driving and resisting forces for
change in order to assess and select suitable change approaches. As previ-
ously discussed, there are several planned and unplanned change models
that can be adopted to facilitate changes in an organization. A combination
of different options can be a better choice in many situations, given the
constraints in resources and time. There is no one best model that can apply
to all organizations since organizations are different in terms of vision, mis-
sion, size, business models, business strategy, market, industry, strengths,
weaknesses, and so forth. Selecting appropriate change models will help the
organization achieve the goals of the change initiative, address the problems,
improve individual and organizational performance, and save operational
costs (Table 2.5). Otherwise, it will defeat the purpose of change for sustain-
ability if the selected change models do not yield the desirable outcome.

Once the change approaches and models are selected, the change
agents have to collect and analyze different types of data, depending on

the needs and requirements of the change approach.

The Third Stage: Implementation of Change

Implementation of the change models is one of the most important steps
in the change management process.” There are a few steps that are needed

to be considered in the implementation stage.
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Table 2.5 An example of identification of problems and gaps

observed to be
more than 15

minutes.

customers. The
bank will receive

more complaints

minutes.

Current Expected MoSCow
performance Problem performance Gap priority
Waiting time Customers are The bank aims There is 7- | Must Have
at the bank’s not happy. to reduce the minute gap
service counter | The bank will waiting time in service
has been lose potential from 15 to 8 capability.

from the existing

customers.

Source: Efficiency Unit (2008), p. 21.

Firstly, the governance structure of the change process must be identi-
fied. The most popular structure for a project is the engagement of change
agents. The establishment of a steering or working committee with mem-
bers is important in forming stakeholders in the organization. The com-
mittee members may be selected from a pool of external and internal
stakeholders with diverse backgrounds, perspectives, and expertise. The
structure must be correctly set up at the initial stage of the change process
although the governance structure will evolve and committee members
may be replaced over time.”!

Apart from the structure of the working committee and its members,
it is important to announce to relevant stakeholders how the change pro-
cess will be managed, the time and resources required, and other relevant
information. A clear implementation plan with a time framework will
help working committee members to adhere to the timelines. The items
such as key activities, key persons, and key deliverable dates and expected
outcomes can be included in the plan.

Secondly, constraints, assumptions, sourcing, and funding require-
ments must be clearly explained to the involved parties in order to avoid
confusion and uncertainty. All information must be documented for the
purposes of monitoring and auditing time.”?

Thirdly, during the implementation stage, the change agents need to
reinforce the driving forces for change and try to minimize the resistant
forces for change. They have to gain continuous support of the organization’s

management and members, and those who have the ability and resources to
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sustain the momentum of change. The change agents have to handle mem-
bers’ expectations regarding change and manage resistance to change.

The change agents must have the ability to engage and empower relevant
stakeholders to carry out their current tasks, and, at the same time, perform
additional tasks toward the implementation of the interventions and achieve-
ment of the shared vision. Importantly, the change agents have to work closely
with the clients and relevant members to implement the changes.

Finally, in order to sustain the motivation and commitment to
change, short-term outcome must be sufficiently produced. By doing
this, the change agents will be able to give credit and reward new behav-
ior and efforts to change, and discourage any negative or pessimistic
behavior.

Generally, the McKinsey 7-S (strategy, structure, systems, shared
values, style, staff, and skills) framework in business strategy can also
be adopted in a change process. For a change process to be successful,
the change agents should take into consideration the seven elements
since misalignment of each element will affect the whole process and

system.”?

The Fourth Stage: Evaluation and Review of
the Change Process and Outcome

The change agents must set the evaluation criteria against the organiza-
tion’s vision, mission, and objectives and the identified constraints. There
are two sets of evaluation in this stage: (1) the evaluation of the change
process and (2) the evaluation of the outcome of the change.

The change agents can create a list of costs and benefits associated
with the implementation of the change, and the evaluation criteria can be
generated based on this cost—benefit analysis. Some common evaluation
criteria are cost efficiency, an increase in productivity, an improvement
in product quality, “quality of service, effectiveness of service provided,
accessibility for users, workforce issues and flexibility of service.”** In con-
temporary business, the balance score card and the triple bottom line
models are usually used as measures to evaluate change. Measures to a
change outcome must be quantified and evaluated in terms of both quali-

tative and quantitative feedback.
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The change agent can perform an interim or mid-stage evaluation of
the change process during the implementation stage in order to detect
whether there is a need to modify any interventions or any steps, or both
in the change process.

At the end of the change process, the change agents will evaluate the
actual performance against the set target in order to determine if the
change initiative was successful or not. “Any areas of the system that may
be affected need to be tested and then reviewed.”> In many instances,
a review of the change process and the outcome will bring about new
requirements for modification of the current change or proposal of new
changes. In other instances, new problems may arise during the change
process that also requires a modification of the current change or an intro-
duction of a new change. As the result, the whole process may be repeated

several times.

The Fifth Step: Stabilization of Change and Institutionalization of

New Behaviors

Institutionalization is a process through which new behaviors are imbibed
across an organization. Cummings and Worley”® explained that an institu-
tionalization process reflects the relationship and interdependence among
the employee competence, self-efficacy, commitment, incentives, and
behavior modeling. In order to institutionalize changes, employees must
have the ability and competence to adopt the new behavior. This depends
on whether employees possess a certain level of self-efficacy to implement
the change. In this stage, commitment will depend on (1) how and which
incentives, including both financial and nonfinancial, are allocated and
(2) whether any individuals or leaders want to be champions in modeling
the new behaviors for other members in the organizations to observe and
follow.”” Cumming and Worley discussed the five steps to institutionalize
new behaviors, including socialization, commitment, reward allocation,
diffusion, and sensing and calibration.”®

From a practical point of view, change may not be adopted widely
in organizations due to lack of information, lack of resources to sustain
change, lack of ability, and lack of incentives for employees to embrace

new behavior, failure to gain commitment from members, and lack of
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modeling figures. Thus, the following processes may be applied to institu-

tionalize changes across various subunits of an organization.

* Capability building: Leaders, change agents, and managers
need to analyze training needs and provide relevant training
to employees so that they can acquire the necessary skills and
knowledge to adapt new behaviors.

* Information dissemination and change diffusion: Leaders,
change agents, and managers need to select effective commu-
nication channels to disseminate relevant information to the
relevant stakeholders. Information must be selective, under-
standable, and timely and accurate in order to create impres-
sive and long-lasting messages to attract receivers’ attention.
Diffusion of change refers to “the process of transferring
interventions from one system to another. Diffusion facilitates
institutionalization by providing a wider operational base to
support the new behaviors.” Organizational change or new
behaviors with positive outcomes must be multiplied in vari-
ous subunits of an organization, instead of being contained in
one subunit.

¢ Commitment gaining: Leaders, change agents, and managers
need to obtain commitment from relevant stakeholders at
the early stage by engaging members in all stages of a change
process, including the institutionalization stage. Commitment
should derive from all levels in an organization, namely top
managers, middle and first-line managers, employees, suppli-
ers, and others. Many firms do introduce employee engage-
ment programs in order to involve members at all levels in
their organizations.

* Resource and incentive allocation: Firstly, leaders, change
agents, and managers need to provide sufficient resources for
members of an organization to adopt new behaviors. In many
cases, employees may want to embrace change, but they do
not have the means to do so. For example, the employees in a
small firm want to print on both sides of a paper in order to

cut down the amount of paper used. However, if the printer
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in their office does not have double-sided printing function,

the employees cannot adopt new behavior due to lack of

resources.
According to motivation theories, new and positive behav-

iors must be reinforced. Thus, incentives must be allocated

in a manner that they are linked to the new behaviors. Both

intrinsic (more challenging opportunities, more responsi-

bilities, more autonomy, etc.) and extrinsic (money, share

options) rewards can motivate members in an organization

to acquire and practice new behaviors. The reward systems

and policies must be perceived as equitable, effective, timely,

visible, and sufficient.!®

* Sensing and calibration: When new interventions are
applied in various subunits of an organization, there will be
some deviations between different units in terms of the actual
performance and the desired outcome. Sensing and calibra-
tion refers to activities aimed at detecting gaps from desired
new behaviors so that corrective action can be taken accord-

ingly.lm

Generally, firms can adopt this five-step change model to achieve sustain-

able development in the following ways:

* Leaders and change agents must create a vision that is linked
to sustainability. Leaders and change agents have to make
organization members understand that overuse of social and
physical resources and energy will lead to higher operational
costs and lower profit, and thus will affect their monetary
rewards.

* Leaders and change agents must make employees aware of the
negative effect(s) of environment-related problems. They should
make employees change their mindset and adopt new behavior
toward environment protection. In order to do that, leaders and
change agents should act as role models of new behavior.

* Leaders and change agents should encourage employee

involvement in the change process by providing ideas,
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feedback, and best practice on the efficient use of space, office
equipment, physical resources, and energy.

* Leaders and change agents should also adopt green IT, green
technology, paperless documents, and other mechanisms and
other means in order to reduce the amount of energy con-

sumption and other nonrenewable resources.

Conclusion

This chapter has discussed various types of changes and various change
models. A change model may work well in one setting but it may not be
effective in other conditions. There is no single model that can be success-
fully applied in all contexts and all situations. However, change agents
and leaders could adapt a combination of change models in a specific
situation, given various constraints, in order to manage change and pro-
duce the desired outcome. The five-step change model for sustainability
includes elements that are similar to features in traditional change models
discussed by various authors (Table 2.6). This model focuses on vision

and interventions relating to sustainability.

Table 2.6 Checklist for the five-step change model for sustainability

Stage Activities Done

1 Preparation for change

Engage change agents

Form a powerful and committed group

Obtain support

Scan and analyze both internal and external

environment

Identify problems

Identify resource availability

Identify stakeholders

Identify suitable communicate strategies and
channels and communicate with stakeholders

Identify risks

2 Selection of change approaches

Prioritize problems

Check whether the organization is ready for
change
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Table 2.6 Checklist for the five-step change model for sustainability
(Continued)

Stage Activities Done

Identify all possible implications

Identify resistance to change

Set selection criteria of change models

Evaluate and select a suitable change model

Collect data

Receive feedback from stakeholders

3 Implementation of change

Identify structure and governance of the change
process

Keep the stakeholders informed of the progress
of the change process

Identify constraints and explain such constraints
to the stakeholders

Reinforce driving forces for change

Manage resistance to change

Empower stakeholders to perform their duty

Produce short-term or interval outcomes to
sustain change momentum

4 Evaluation of the change process and outcomes

Create a list of costs and benefits

Set the evaluation criteria for the change process
and for the change outcome

Get feedback from the stakeholders

Conduct mid-stage evaluation

Modify the change process if required

Conduct evaluation at the end of the change
process

Repeat the whole process if there are new
problems or the outcomes are not satisfied

5 Stabilization of change and institutionalization
of change

Build capabilities

Disseminate information and diffuse change

Gain commitment

Allocate resource and incentives

Reinforce positive behaviors

Sense and adjust changes if required
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Review Questions

. Discuss the two main management theories.

. What are the main types of change? Provide relevant examples.
. What are the key planned change models?

. Compare and contrast different planned change models.

. Discuss the advantages and the shortcomings of planned change

models.

. What are the key unplanned change models?
. Discuss the five-step change model for sustainability. Do you think

this model is practical and applicable in real-life scenarios?

. Which step in the five-step change model for sustainability is the

most important? Why?



CHAPTER 3

Leaders as Change
Agents for Change
and Sustainability

This chapter discusses the role of leaders as change agents. Transforma-
tional leaders have the ability to motivate multiple stakeholders and
mobilize resources to enable change for sustainability. Leaders have to
act professionally, ethically, and avoid (1) misrepresentation of messages
regarding a change process, (2) wasting of resources, and (3) other related
matters. Thus, development of leadership via training and succession

planning is important to organizations.

Leadership and Types of Leadership

Stogdill explained that leadership was an interpersonal process that aimed
to influence others (called followers) in order to achieve the predeter-
mined sets of goals and is practiced in a particular sociocultural context.!
Thus, a leader is defined as an individual “who is able to exert influence(s)
over other people to help achieve group or strategically organizational
goals.”?

Different types of leadership have been discussed in the literature relating
to organizational behavior and management. Brown and Trevifio,? Popper,*
Morrell and MacKenzie,” and Frederick et al.® discussed various subtypes
of charismatic leadership. Huang, Iun, Liu and Gong,” Lee and Koh,® and

Hoyle? focused on participative and autocratic leadership types.

Charismatic leadership encompasses five types as follows.
Socialized charismatic leaders: Those who do not use their power to
benefit others, but try to align group members’ values with their own

values.!%!!
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Personalized charismatic leaders: Those who use their power to serve
their own interests.'?

Office-holder charismatic leaders: Those who have charisma due to their
position in organizations. For example, CEO, CFO, or COO of a com-
pany may have some charismatic characteristics when they are holding
the position, but such values may lose their effects after they leave office.'?

Personal charismatic leaders: Those who can gain high respect due to
their personality, behaviors, attitudes, or expertise.'

Divine charismatic leaders: This concept originates from a theological
or religious concept referring to those who are “someone endowed with a

gift of divine grace.”"

Participative leadership: Participative leaders promote employee
participation and engagement in the decision-making process. Participative
leadership has been considered as one of the effective sources of intrinsic
motivation and psychological empowerment.!®! Participative leaders tend to
build relationship and trust and encourage trustful exchanges between super-
visors and subordinates.'®!” According to Xu et al., “participative leadership
may influence performances through two different mechanisms for manage-
rial and nonmanagerial subordinates respectively. Participative leadership is
more likely to enact motivational mechanisms for managerial subordinates,

but exchange-based mechanisms for nonmanagerial subordinates.”*

Autocratic leadership: Autocratic leaders usually use coercive tactics
to impose their values on others to implement strategies and enforce rules.
They use their power to control people and prefer to make all decisions.
They are more task-oriented and tend to avoid addressing people-related
issues. They are impervious to cultural sensitivity, diversity, and display
little or unreal care or affection toward employees.!

Norris and Porter proposed three types of leadership: people, virtual,
and shared leadership.?

*  People leadership is a process of social influence that leaders
in an organization lead and inspire employees, using their
virtues, such as integrity, competence, positive attitudes,
innovation, caring, and others.?

*  Virtual leadership is a process in which leaders use various

communication technologies to influence followers. In other
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words, virtual leaders use social media platforms to lead
people.? This type of leaders does not mind performing
their tasks, using paperless mechanisms, which, in a way, can
contribute to saving scarce resources.

*  Shared leadership refers to a process that two people colead a
project or an organization. In some companies, two or more
persons can share one position if it is not feasible for a single
leader to be perfect in dealing with some chaotic situations
alone.?> Recently, World Vision, a nongovernmental and
nonprofit organization, has advertised a shared job on the Job

Street portal (www.jobstreet.com.sg) in Singapore.

Abbas and Asghar discussed leadership from a different perspective

and at the corporate level.2®

*  Organizational leadership aims to maintain the relationship
between management and employees in an organization by
balancing company goals and employees’ need to achieve
business objectives as well as to adapt to changes in the
external and internal environment. This can be done by
creating an amiable atmosphere at the workplace.””

o Visionary leadership highlights the basic competency of a
leader who has the ability to foresee and plan for the future
development of the organization. He or she must be able to
lead, guide, and counsel followers to work toward the best
interest of the organization.?

*  Innovative leadership depicts the competency of a leader who
is capable of meeting the market demands as well as meet the
technological challenges by introducing new ideas of novel and
innovative products, structures, and business models, which can
help their organizations gain competitive advantage.”’

*  Transformational leadership is a very popular type of leadership
in classical and contemporary business. Transformational
leaders have the ability to bring changes in employees’
behaviors, thoughts, feelings, attitudes, and working
style, which enable them to work collectively toward the

achievement of various common goals of the organization.
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Among those transformations are improving the morale and
confidence of employees, encouraging employees to face the
bold challenges brought about by globalization, empowering
employees to perform their duties more effectively, and
allowing them to acquire new skills and knowledge, and
ability to work together in complex situations.?*?!
* One of America’s best-known leaders, Anne Mulcahy,
the former CEO of Xerox, has been well known for her
transformational leadership skills. Taking over a company that

was nearly bankrupt with a loss of billions of U.S. dollars, she

Mohandas Karamchand Gandhi (1869-1948)

He was remembered as “Mahatma” (“Great Spirit”), and was one of
the great leaders in the 20th century. He was trained as a lawyer in
Britain, practiced law in South Africa where he became involved with
nationalist movement, and joined the Congress Party, which was fight-
ing for independence. In his struggle for independence of his country
from the British rulers, he promoted nonviolence, honesty, and clean
governance.

His most important and outstanding qualities include determina-
tion, modesty, honesty and integrity, and nonviolence. He gained sup-
port of the wider public because of his charisma, authentic nature, and
reference power. He delivered on his promises and strongly held to his

beliefs and faith in good nature of human beings, and nonviolence.

John Davison Rockefeller (1839-1937)

He was one of the reformists of the petroleum industry. He became an
oil tycoon and one of the richest people in the world at his time. How-
ever, he did not use his assets for personal enjoyment. Instead, he used
his wealth to change the world and make lives of others better. He
donated money to develop projects, such as universities and schools,
supported religious causes, and provided funds to medical research to
eliminate diseases in those days. In doing so, he became one of the

world’s greatest philanthropists. He was admired and celebrated for his

aspiration to change the world.

Figure 3.1 Examples of different types of leaders’’
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has introduced interventions, including talking to each and
every senior executive to gain their support, talking to big and
small customers, and even retrenching staff. She managed to
overcome the crisis. As a result, she helped Xerox to pay off

the debr, sustain its business, and grow until now.

Figure 3.1 provides examples of different types of leadership.
Figure 3.2 summarizes some common qualities of those who have
been considered as great leaders of the century by their peers and com-

munities.

1. Approachable
M.K. Gandhi, the great leader, mentioned that leadership was not
about power, force, and muscles, but leadership was about how leaders

got along with people and whether people approached leaders for help.

2. Teamwork

Peter F. Drucker was an Austrian-born American management con-
sultant. He was also an educator, author, and contributed a great deal
to the philosophical and practical development of corporations in
today’s business. To him, an effective leader is the one who never says

« I » b ut “WC 'n

3. Innovation
Steve Jobs, the former CEO of Apple, explained that innovation is
one of the qualities of good leaders since innovation makes a leader

different from a follower.

4. Foresight
To Jack Welch, the former CEO of General Electric, good leaders
must have a great foresight and must initiate change instead of purely

managing change.

5. Be realistic
Warren Buffet, one of the richest men in the world in the

21st century, emphasized that being realistic must be one of the quali-

ties possessed by a good leader.

Figure 3.2 Some common leadership qualities’’ (Continued)
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6. Make intelligent choices
Donald J. Trump, an American magnate and a well-known figure
in the entertainment industry, states that effective leaders must

make intelligent decisions.

7. Learn from your mistakes and other mistakes
Richard Branson, the CEO of Virgin group, affirmed that good
leadership did not mean leaders could not make mistakes, but good
leaders would learn from their own mistakes.

Similarly, Khalil Gibran, a popular artist, poet, and writer, has

also learnt and grown from others’ mistakes.

8. Lead with a purpose >

Paul Polma, the former CEO of Unilever, has been considered a
champion of sustainable development who advocated economic,
environmental, and social responsibilities. According to Polma,
giving back the good-for-society is one of the effective ways to do
business. He has created a strong purpose, which aims to put the
best parts of the company together. His business growth initiatives
evolve around the “Unilever Sustainable Living Plan” (which was
discussed in Chapter 2). This master plan of sustainability has dou-

bled the growth rate of the company during turbulence.

9. Persistence >

Kazuo Inamori was the founder of Kyocera Corp. and KDDI
Corp. He was also the Chairman of Japan Airlines International
and steered the company out of crises. His main philosophy is to
be persistent, and he is known for never giving up on something,

which he wanted to do, until he could achieve his goals.

Figure 3.2 Some common leadership qualities®

According to Waddell et al.?® and Robbins et al.,?” there are three main
types of change agents: professional change consultants, profession-

als from other related disciplines, and administrators or managers in

Who Can Be a Change Agent?

organizations.
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* Professional change consultants
They can be internal or external consultants who have
relevant qualifications and skills and receive formal training
in change management. They usually have experience in the
management of change, either within their organizations or
their clients’ organizations.

* Professionals from other related disciplines
Change agents can be professionals who possess relevant
qualifications, skills, and experience in related disciplines, such
as experts ot specialists in organizational behavior, organizational
design, reward systems, I'T, quality control, and so forth. These
professionals usually gain their skills through on-the-job training,
work experience, and their own learning ability.

* Managers and administrators
Most of the time, managers and administrators in
organizations are those who have to perform the job of a
change agent with little training or without training. They
usually acquire the required skills to manage change via
on the job training. They have to manage change when

performing their daily tasks.

Some examples of how leading MNCs have engaged change agents
to transform their business are discussed in the following pages. Amazon
hired former Windows Phone developer evangelist, Charlie Kindel, as a
director of a project as it wanted to extend its current range of products
and services.” Yahoo employed Sam Shrauger, the former head of products
at PayPal, to manage its commerce group. The main reason is that Yahoo
wanted to look for a new face who could effect change and reignite its
business growth.*” Carlos Ghosn, a great leader and change agent, turned
around the fortunes of Nissan Motor Company. Applying his cost cutting
and change management skills, he changed the business strategy and cul-
ture at Nissan. As the result of the Ghosn changes, from being one of the
biggest losers, Nissan reported the largest net profit in its history in 2001.4°
He invested $6 billion on electric vehicle (EV) technology to produce elec-
tric cars ahead the rest of the competitors in the automobile industry, which
can help Nissan become the world leader in “zero-emission mobility.”! He

believed that when oil prices significantly increase, political turmoils are
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escalating, and responses to climate change impact are intensifying, govern-
ments in many countries would encourage the use of all-electric cars. Thus,
the demand for such cars would double or even triple as long as the price
was reasonable.*> He explained that this strategy could help preserve the
planet, and at the same time could create competitive advantage to improve
and sustain the organizational performance.*?

These well-known business leaders or senior executives have per-
formed the role of change agents without having any formal training or
qualifications in change management. They have made use of their mana-
gerial and leadership experience and skills to strategize and plan change,
and implement change to create miracles to improve the performance of

their organizations.

Leaders as Change Agents for Sustainability

In order to remain competitive and maintain the pace with the fast-
changing environment, an organization is required to build and develop
the ability and capability to adapt to changes in the external and internal
environment using both the planned and unplanned change models and
processes. Top management or senior executives in an organization are
considered to be the key potential change agents who are responsible for
bringing in constructive changes within the organization, gearing toward
sustainability. In the normal conditions, leaders must be proactive in
bridging the gaps between the implementation of various strategic deci-
sions, management roles, and organizational changes. Leaders should be
able to link strategic goals of the organization to policy or practical modi-
fications or alterations responding to the drastic changes in the external
and internal environment in order to facilitate business success and main-
tain a competitive attitude.*

Precisely, in order to sustain the business in a changing environ-
ment, leaders, acting as change agents, must be aware and practice the
three key aspects of a change process as follows: (1) giving a frame to
the political dynamics of the change, (2) motivating change, and (3)
managing the changing period. Therefore, leaders must be competent
and endowed with vision and innovative approaches to guide, encour-

age, motivate, counsel, appraise, and reward employees so that they are
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able to survive throughout a change process.” Nevertheless, sustainable
development embraces business or economic, environmental, and social
dimensions.“** Any initiative to improve business performance of an
organization should not undermine any of its efforts to achieve sustain-
able environment and social responsibility. Any change strategy should
take into consideration all the three aspects of sustainable development
in order to ensure the organization growth does not lead to its downfall.

For example, many organizations in Singapore, such as DBS (Devel-
opment Bank of Singapore Limited), NTUC (National Trades Union
Congress) FairPrice, and Standard Chartered Bank, have allowed their
employees to take leave to do voluntary work.®®% According to the
Brundtland Report,*® the social aspect of sustainable development is
also about equity, including inter- and intra-generational equity, organi-
zational equity, and international equity.”! Organizational equity may
include promotion of cultural sensitivity, respect for diversity, fair pay-
ment, nondiscrimination against gender, age, and race, respect staff’s
personal time and privacy.”>>** Clament Goh, managing director
of Equinix, whose corporate clients include IBM, Ikea, Verizon and
OpenNet, explained that caring for staff had contributed to building up
his success as an entrepreneur.”

International equity is defined as how companies contribute to fair
distribution of income and wealth between different countries.’® Other
internal initiatives and programs to improve quality of life and create
positive social changes include “social improvements [that] address the
stakeholder group employees in various ways (e.g., concerning education
and human rights compliance),” whereas “external social improvements
address all kinds of social benefits” for various groups of stakeholders,
especially the minority, the elderly, women, and children.’

The environmental aspect of sustainable development refers to the
manner in which firms address issues associated with (1) resource use and
exploitation, (2) the level of greenhouse gas emissions, (3) environmental
damages and risks, and (4) environmental protection.®>%:60-61

Leaders need to possess awareness and openness to discussion and feed-
back with their teams to win their trust. Undoubtedly, they are required
to adopt the appropriate culture and leadership style in order to address

problems associated with changes and manage changes effectively.®?
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Why Leaders are Important in Change Management?

Globalization has changed the way in which today’s organizations do
business. Organizations have to cope with the swift pace with regard to
changes in technology, customer demand and preferences, and market
situations. Therefore, in order to survive and lead organizational changes
successfully, it is important to have competent leaders who can play a
pivotal role in accepting new ideas, adopt, and implement them in dif-
ferent scenarios. These leaders also have to take all the required practical
steps in order to implement the change in their organizations as per the
demand of internal and external needs within a given time frame. Organi-
zational change is significantly required for long-term success and sustain-
ability, and leaders with a clear vision and an open mind for innovation
are important for the management of such changes.®

The role of the leadership is vital in initiating and bringing change
into the organization. Competent and effective leadership is an essential
requirement in order to achieve sustainable development in the context
of complex and challenging adaptive changes. Preparation for the future
contingencies is the major job of the leaders. They have to provide clear
directions and lead the team in a way that they can win their team’s sup-
port to achieve the common goals of the organization. They also have to
bring both the technological as well as adaptive changes in the organiza-

tion for sustainability and betterment.*t

Selection Criteria of Effective Leaders
in Change Management

Abbas and Asghar asserted that in order to meet the highly competitive,
ever-changing environment of the today’s business and to implement
changes in the organization, the most desirable and suitable leaders must
be endowed with two main characteristics, namely visionary leadership
and managerial innovation, to deal with uncertainty and manage the
change process.®®

Visions can help in developing a sense of farsightedness, motivation,
and inspiration of followers for the success of the organization. A good

vision provides a clear picture of the future to the working team for
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efficient efforts to meet the desired goals. Likewise, managerial innova-
tion of a leader helps in materializing the imagination into a reality for
the betterment of the organization. In fact, this characteristic of innova-
tive approach is a powerful reaction toward the market and technological
challenges to maintain the compatibility with the organizational goals
and sustainable development.®

Besides the two basic characteristics of leadership, effective leaders
must have substantial qualities to formulate, communicate, motivate,
liaise, and evaluate the members in the change process and the supporting
systems. They have to ensure that all parts of the system will collaborate
with each other and work toward achieving the goals and visions of the
organization.®’

Over the time, it has been proven that there are few more criteria
that are considered as mandatory for effective leadership. Intra- and
inter-personal skills, self-management skills, communication skills, self-
knowledge, decision making, problem solving, responsibility, people and
result orientation, ability to establish rapport and trust, and a focus on
customer satisfaction are among some of the competencies necessarily
required in both profit and nonprofit organizations.®®

In the context of change management, general consultation skills are
valuable assets for leaders to diagnose problems, design and carry out
interventions, engage relevant members during the data collection and
implementation stages, and manage resistance to change.”” In other
words, such skills can help leaders manage all facets of a consultation
process.

Furthermore, qualities of honesty and integrity are definitely taken
into account as the most remarkable features of effective leadership. Such
qualities can inspire and encourage the team as well.”® Lippitt and Lippitt
also proposed a few more selection criteria of a change agent, including
a high degree of focus, professional status, association membership, and
ability to demonstrate previous success in similar roles.”! Importantly,
leaders as change agents must fully understand their roles and responsi-
bility in a change process.

Finally, emotional intelligence (EQ), defined by Goleman, is a must
have quality of any leader as a change agent.”> EQ refers to the ability of

knowing one’s own emotions, that is, the level of self-awareness, and to be
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able to manage emotions at the workplace. Leaders with high EQ should

also be competent in recognizing and managing others’ emotions.

Development of Leaders for Change and Sustainability

How to develop leaders for change and sustainability is a pressing question
in several organizations. In the era of continuing change, there is an emer-
gent need of effective corporate governance. In order for corporations to
attain their sustainable development as well as adapt to both planned and
unplanned change, corporations primarily depend upon the competen-
cies of their leaders and the collective intelligence of members.”

The global and organizational environments have undergone many
changes over the years and in response leaders also have adapted to
changes. The strategy to develop effective leaders consists of many steps.
Leaders who are result-oriented sometimes may create an atmosphere of
stress among the employees. On the other hand, leaders who are people-
oriented may not be able to achieve the organization’s objectives within
the set time frame. Therefore, leaders need to focus on both dimensions of
results and people. Leaders must be first prepared for all the contingencies
and must be equipped with skills and knowledge to handle work stress
of others and manage resistance to change. With regard to responsive
attitude toward adaptive challenges, leaders should be effective decision
makers and be able to efficiently oversee the implementation of changes
while engaging relevant members, at all the levels, in the change process.”*

Further, effective leaders have to practice openness and display crea-
tivity in thinking out of the box. They must be trained to comprehend the
principles of sustainable development and should have clear views on why
sustainability is important, and how the organization can maintain the
momentum of business and environmental sustainability. They should
be trained on how to encourage employees to share their ideas and views
in order to gain support and win trust of members in the organization
to collectively solve the problems. Leaders are also required to develop
communication and negotiation skills, and learn how to resolve conflict
within and between teams. Lastly, leaders must attempt to identify the
substantial issues, which require much attention, rather than those issues

that divert the attention of the employees.”
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Conclusion

The beauty of leadership in change management is to see how much
support leaders can gain from followers by applying their knowledge,
skills, experience, and wisdom to manage change in organizations.
Leaders should empower the followers who will be the driving or resisting
forces in a change process, and can help leaders realize their shared vision
for collective benefit, and not self-interest. Senior executives in organiza-
tions, usually with little or no formal training in change management,
have to play the role of change agents. They have to diagnose problems,
identify key issues to be addressed, design and implement interventions,
and monitor and evaluate the outcomes of a change process. In order
to perform their tasks successfully, apart from having a clear vision,
possessing reference and expert power and charisma, leaders should pos-
sess several qualities. Some of them are inter- and intra-personal skills,
communication skills, general consultation skills, self-control of own
emotions, and the ability to recognize and manage others’ emotional
states. Since many leaders are not professional change agents, training
and development would be essential to develop leaders as change agents

to manage a change process successfully.

Review Questions

1. List the different types of leaders.

2. Can anyone become a change agent? Why?

3. Why do leaders in organizations usually have to play the role of
change agents?

4. Why are leaders so important in a change process?

5. What are the characteristics of effective leaders as change agents?

6. How can leaders be developed as change agents?






CHAPTER 4

Managing Resistance
to Change

This chapter discusses the concept of resistance, reasons, sources, and
forms of resistance to change, and how to manage resistance to change.
People have a tendency to resist change for many reasons. Therefore,
it is imperative to understand different concepts, forms, and causes of
resistance to change in order to prevent and manage defiance to change.
Stakeholder engagement, education, training, and appropriate human
resource management policies and practices would be powerful tools to

help organizations address such resistance.

Resistance to Change

Resistance to change is a concept that is not only clearly defined by most
researchers, but it is accepted as a “given” phenomenon.' Nevertheless,
there are various views of resistance. Lewin viewed resistance as a force
against the driving forces for change in order to retain the status quo.”
According to Kotter, resistance to change could be found everywhere in
an organization or in a system.? Dent and Goldberg explained that resist-
ance to change refers to the way people resist the impact of change on
their personal state.* Waddell, Cummings, and Worley commented that
“resistance is equivalent to inertia (inactivity) ... inertia and resistance
are not negative concepts in general.””> Schein explained that there are
three cultures of management in an organization, which are the operator
culture (referring to the organizational culture that affects the organiza-
tion’s operations), the engineering culture (referring to the technological
aspects of the organizations that are designed and managed by designers
and technocrats), and the executive culture (referring to the organization’s

management).® The misalignments of these cultures, and the complexity
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of organizational culture may be strong forces of resistance to change.”®
Generally, resistance to change can be considered a normal reaction of
people to something that they perceive as a threat to their current state,
cither personal interest, safety, habits, position, power, or well-being.
Ford, Ford and D’Amelio,” Ford and Ford,! and Waddell et al.!!
discussed three views of resistance to change: (1) mechanistic, (2) social,

and (3) conversational.

*  Mechanistic view: Resistance is a natural and daily phenome-
non. It is not good or bad, but it reflects the level of interac-
tions between forces for change and forces against change.

e Social view: Resistance is not normal. It happens in response
to some changes that may threaten what employees are having
given the status quo. Resistance is harmful, and it usually
resides deeply in most of employees.

e Conversational view: Resistance occurs due to various rea-
sons. Different individuals understand resistance in different
dimensions and resist changes in different ways. However,
resistance only exists when it is perceived, made known,

announced, and asserted by the recipients.

Why Is There Resistance to Change?

As mentioned in the previous section, people do resist change when they
perceive that such change would mean some risk to their power, control,
and authority within the organization regardless of the fact that they are
involved in the change, implementing the change, or are the recipients of
the change.'®!? This section discusses the common reasons and sources

of resistance to change.

Reasons to Resist Change

Kezar and Eckel,' Karl and Quinn," and Schein'® asserted that organi-
zational culture is one the factors that affects the change process. In an
autocratic and low-trust organization, employees would suspect any move

for change. Thus, it is very difficult to build a new behavior, reinforce
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it, and institutionalize it across the organization.!”'® Richard Cooke!”
and Waddell et al.** explained that employees resist change due to the

following reasons:

* Employees resist change as they may know something that
leaders or change agents, or both do not know regarding daily
operations, practice, performance of coworkers, how office
politics is played, how resources are utilized or wasted, and so
forth. Thus, their resistance is not only justified and under-
standable but it is even correct, and should be considered
as a positive response to the change initiative. For example,
the electricity bill of a small organization increased for a few
months, and therefore the manager proposed to reduce the
number of light bulbs in the office in order to save energy.
However, he did not know that the increase in the volume of
electricity consumption was due to the fact that some work-
ers, who are used to staying late to work overtime, forgot to
switch off the air conditioners. Thus, the air conditioners were
kept on the whole night for several nights. In this case, other
workers have a good reason to oppose the change proposed by
the manager.

* Employees do not want change as they are happy with the sta-
tus quo. They do not want to change their current habits and
practices. They do not find anything wrong or nonworkable
with the current state. For instance, employees may not see
how they can benefit from using recycling papers. Usually,
employees perceive that change is synonymous with risk,
especially to initiators of such change. Therefore, maintaining
the status quo is skewed toward the secure side, and change
management is a task of senior executives.?!

* Employees would resist change if they can see no clear path
between their current position and the new structure or
the new state. Psychologically, employees feel insecure and
are worried about losing their jobs, losing control, and the
monetary benefits that they are enjoying at that moment.?

Some of them may be worried about having to do more
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work due to change as they have to do their daily tasks and
additional tasks due to change. Others may worry about
not having sufficient time and resources to perform the
tasks assigned.

* Employees would defy a change initiative if they find that
they do not have the necessary skills to be successful in the
new structure or in the new position. This may be consid-
ered as one of the forms of “learning anxiety” discussed by
Schein,? and thus change agents may need to create some
forms of “psychology safety” to help members overcome such
learning anxiety.? For instance, older workers may not like
the idea of using a computer or an iPad to prepare a report;
they may still prefer using the typewriters or even want to
prepare a hand-written report.

* Employees would oppose any change if they are not properly
and timely informed about the change, and if they are
not consulted or involved, or both in the change process.
Employees need to understand why and how changes can
benefit them. Employees, especially at the lowest level and
those who are part-time and casual workers, do not bother
much about whether their organization can do well or not if
they do not visibly see the benefits or interests that they can
obrtain if they participate in the change initiatives. They are
more concerned about how to complete the tasks assigned

and receive remuneration for them.

Sources of Resistance to Change

Resistance to change is a very natural reaction, and leaders and change
agents should carefully analyze any possible sources of change in order to
prevent and overcome change effectively.?>2¢?

Since there exists an organizational culture, some people are likely
to feel apprehensive about interruption in their status quo and daily
activities or about their space getting invaded.?® Waddell et al.,?’ Pardo
del Val and Fuentes® propose the following main sources of resistance

to change.
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* Unwillingness to lose control, power, authority, and
benefits or reluctant to give up old habits: Employers do
not support changes as they perceive that they would lose
the control of the situation, or they would lose their current
power, authority, and benefits.’! Others may not want to
give up their old habits due to the high level of comfort in
their current situations. Thus, they resist change as it would
threaten their current positions and benefits. For instance,

a switch to video conferences means many executives in an
organization will have fewer opportunities to travel and enjoy
all the allowances and benefits associated with business trips.

* Rigidity of mindset and lack of psychological resilience:
Some employees resist change due to their cognitive rigidity,
which makes them not being able to quickly shift their mind-
set to a new set of ideas and behaviors. Therefore, they are less
willing to adopt and adjust to new circumstances.

This source is strongly correlated with the lack of psy-
chological resilience when some employees may perceive that
changes in their organization are additional stressors in their
daily activities.? In this case, they are not willing to change
for fear of losing face (a strong element associated with cul-
ture, especially in the context of Asian countries), additional
work without or with limited compensation, or other reasons.

* Inappropriate time frame of change: If the time frame
of change is too short, many employees may not be able to
adjust to new practices and new behaviors. In this case, some
supporters of the need for change may also find it is difficult
to survive the change within a very short period of adjust-
ment. At the end, they may turn to oppose such changes.

If the time frame of change is too long, the momentum of
supporters may also diminish over the time.

* Office politics: In some cases, changes may involve different
groups of stakeholders whose leaders are fighting for power
with one another, or when the level of office politics among
these groups is high. The possibility of resistance to change

among these groups may be high when changes are initiated

65
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by one of the group leaders.?* In order words, office politics
and cultural sensitivities act as a deadlock to change.

* Gaps regarding interests between employees and manage-
ment: When employees perceive management as pressing
for changes for their own interests without consideration of
the employees’ interests, the employees would naturally resist
such change.

e Communication barriers or ineffectiveness: This is
considered one of the most common sources of resistance
to change. Communication barriers or ineffectiveness due
to inappropriate channels of communication or unclear
messages sent to receivers may lead to misinterpretation
and distortion of information, misunderstanding between
members and leaders or change agents, or among members
who are involved in the change process. In some cases,
employees may have negative perception about the change,
and perceive that there are insufficient opportunities for
them to participate in the decision-making process if
organizational silence or insufficient flows of information
persistently exist during the freezing and moving stages in

Lewin’s change model.?4

Other sources of inertia or resistance to change include low moti-
vation for change, insufficient creative responses due to unclear vision
and mission, and complicated environmental change, too much focus on
technical aspects and ignoring social aspects of change, poor leadership,
lack of planning, and many others.®3’

Overall, people are reluctant to change because they are afraid of los-
ing control of what they are doing, and they are not psychologically flex-
ible enough to switch to a new state due to cognitive rigidity and lack of
psychological resilience.?® Some people may oppose changes since they
are unable or intolerant to adjust to changes within a short period of time.
In some cases, personal bias or prejudice or over suspicious attitude can
also make people resist changes proposed by someone who they do not

like or support (Figure 4.1).%
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Supermarkets in many countries, including Singapore, have switched
to digital price tags in order to reduce the number of man-hours
required to update the prices of products displayed on the shelves
in their supermarkets. For examples, NTUC FairPrice, one of the
biggest supermarkets in Singapore, has gradually replaced paper-
based price tags with digital price tags (and sometimes hand-written
prices can be seen on the tags) to update the prices of hundreds of
their products. NTUC FairPrice has used digital price tags to update

the prices of the products as the prices of these products frequently

change.

However, American supermarkets did not support the move to switch
to digital price tags since they were afraid that customers were not
used to seeing digital price tags in place of paper-based price tags.
Replacing the paper-based price tags with digital price tags for thou-
sands of items is considered a drastic change to supermarkets in the

United States. 40

Figure 4.1 Case study: Digital price tags
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Forms of Resistance to Change

Employees can demonstrate resistance to change via direct and indirect

forms.

*  Direct forms of resistance to a change project may include
expression of verbal disagreement during meetings, sending
written feedback to management, submitting resignation
letter, withdrawing from the project team, requesting to be
transferred to another department where no change will take
place, or being absent from meetings discussing change with
or without valid reasons.

For example, traditionally, HSBC Holdings had a practice
to promote its CEO to the chairmanship. However, when its
former chairman, Stephen Green, quit the company in 2010,
Michael Geoghegan, the then CEO, was not promoted to
be the new chairman of HSBC. Geoghegan fiercely pro-
tested this change by making public announcements of his
resignation.?! This is one of the strongest and direct forms of
resistance to change.

* Indirect forms of resistance to a change project may include
keeping silent during meetings, showing disinterest in the
ideas presented by leaders or change agents, not participating
in any change initatives, being absent from meetings about
changes with valid reasons, reluctantly sharing views or feed-
back to management, or discussing or sharing their resistance
to colleagues outside the office hours.

There may be other signs of resistance to change that
leaders and change agents may need to look out for so that
they can find a suitable strategy to prevent and deal with such
resistance to change.

In many instances, individuals show resistance to change
if change is proposed by a leader or some executives who do
not have strong creditability among employers, or who do
not gain respect and support from employees. This is only a

personal response to the persons who propose and lead the
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change, instead of the change itself. Thus, this type of resis-
tance should be handled in different ways.

Managing Resistance to Change

Managing resistance to change means managing the expectation of stake-
holders. Leaders and change agents must ensure that the objectives and
the expected outcomes of the change are clearly conveyed to the stake-
holders. The following strategies, discussed by Erwin and Garman,*
Senge et al.,*> and Waddell et al.* can be used to prevent and manage

resistance to change.

* Leaders and change agents should understand the sources
and reasons of resistance to change. They should show
empathy and provide support for employees’ responses,
instead of marginalizing those who resist change. They
should establish the basis for joint problem-solving and
embracing views of all relevant stakeholders. In other
words, they should engage all relevant stakeholders in the
change process from the first to the last stage. Change
agents should make stakeholders feel that they are
important to the organization and that their views will be
seriously considered.

e Leaders and change agents should make known to organiza-
tion members the benefits of change to them, to the team,
and to the organization. They should analyze the cost benefits
of the changes and share the findings with the stakeholders.
Importantly, leaders and change agents must make stakehold-
ers understand the rationale for the change.

* Leaders and change agents must also ensure that additional
work will be allocated fairly, supporting mechanisms and
resources are available for the change process before changes
can be implemented.

e Leaders and change agents must demonstrate their enthusi-
asm and commitment to change for the benefit of the organi-

zation, and not for individual gain.
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* Clear and timely communication about change is an effective
means to prevent resistance (Figure 4.2).9 Change agents
should adopt various communication channels to effectively
disseminate relevant information about the change to all rel-
evant stakeholders and ask for their support and assistance in
transmitting positive messages to others. Timely and accurate
communication with employees would help change agents
obtain solutions to address problems. Effective communi-
cation also improves collaboration and coordination among
team members, and between leaders and members. 4
However, in some cases, early announcement of change may
cause adverse effects as employees who do not clearly under-
stand the direction of the organization or do not have a strong
bond with the team will feel insecure in terms of employment
and future prospects if they stay back. Consequently, they
may leave the organization even before a change takes place.
Thus, information must be disseminated at the correct time,
and to the correct people. This is a dilemma change agents
face, as it is difficult for them to know employees reaction
until information is disseminated.

* Leaders and change agents should show empathy to stake-
holders who have concerns about the changes by announcing
them in a timely and in a sincere manner and encouraging
them to share their problems so that solutions can be sought,

and corrective action can be taken.

Anne Mulcahy, the former CEO of Xerox, talked to each of the top
100 executives about the current state of Xerox when she took over
the nearly bankrupt company. She asked for their views and feedback.
Amazingly, 98 of them agreed to stay back and worked shoulder to
shoulder with her to overcome the crisis.*” Thus, communication is
one of the critical success factors to manage change since communica-

tion is not only a tool to disseminate information about change, but it

is also an instrument to gain employees’ support.

Figure 4.2 Case study: Effective communication will save the day
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* Training is an important aspect during the change process
and is a great instrument to prevent and overcome resis-
tance to change.”® When employees have sufficient skills and
knowledge, they would be more confident in adapting to new

behaviors and new practice.

In a nutshell, leaders and change agents should anticipate resistance
to change. They should strategize plans to mitigate and deal with resist-
ance to change. It is noted that leaders and change agents should under-
stand individuals’ differences, and address both individuals’ and groups’
concerns. They should provide support and training to employees who
are against changes or who support the change but have no confidence
in themselves or are unable to adapt to the changes due to lack of skills,
insufficient time, and so forth. Apart from communicating clearly and
timely with people who are involved in the change process, leaders and
change agents must develop trust through positive manager—employee
relationships and encourage employees to participate and contribute to

accomplish change.?’

Engaging People in Change for Sustainability

In order to mitigate resistance to change for sustainability, leaders and
change agents need to engage the maximum number of employees in
an organizational change process, and consider all possible forces for
and against changes.’® However, employee engagement has been an
issue in many research studies, debates, and discussions relating to peo-
ple management.’! And this task is more difficult when changes are
required for sustainability for many reasons. Firstly, change for sustain-
ability requires a shift in people’s mindset toward greener consump-
tion and environment. Secondly, changes for sustainability may not be
a popular area of interest for many employees, especially those at the
low level of the organizational structure since they may not have any
idea of sustainability and its underlying foresight to care for the future
generations. Thus, the following strategies may help leaders and change
agents address the issue of employee engagement in a change process

for sustainability.
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Having sound strategies: Firstly, organizations must have a clear vision
and mission that aim to address issues associated with sustainability. For
example, Mizuho Bank has clearly announced their unchanging values,
which are to create a better world by promoting a low-carbon society
and reducing the amount of carbon emissions.”? Organizations must
adopt sound strategies embedding elements of sustainable development
in the change process. People Matter, a working group of the World Busi-
ness Council for Sustainable Development, which is comprised of more
than 60 members and led by industry corporate leaders, such as Dupont,
Henkel, Holcim, Infosys, Kimberly Clark, PricewaterhouseCoopers, and
the National Business Initiative South Africa, has proposed that the three
elements of sustainable development must be integrated and embedded
in the organizational culture so that organizations can effectively and effi-
ciently perform change initiatives.”® The majority of the employees must
share new sets of beliefs, values, and norms triggered by the change.’*>
Organizational culture plays an important role in shaping employees’ atti-
tudes and behaviors.”® Thus, when planning new strategies, leaders and

change agents must take into consideration

the values, diversity, knowledge, languages and worldviews associated
with culture predetermine the way issues of education for sustain-
able development are dealr with in specific national contexts. In this
sense, culture is just not a collection of particular manifestations (song,
dance, dress, ...), bur a way of being, relating, behaving, believing
and acting which people live out in their lives and which is in a con-

stant process of change and exchange with other cultures.”’

Educating employees: Leaders and change agents should focus on edu-
cating employees about change for sustainability.’® They should organize
educational programs that can enhance the awareness of the employees
about sustainability, shift the employees’ mindset, and alter their behav-
iors toward a greener working environment and greener society.”

Training employees: Leaders and change agents should build capac-
ity for change by developing employees’ technical and leadership
skills, which can assist employees to fulfill their duty on the journey to

sustainability.%°
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Rewarding employees: Leaders and change agents must align incentives
with performance, for example, who to reward, what and how to “reward
and recognize people to drive sustainable performance”®! Rewards at the
right time and to the right person would positively reinforce new practices
and new behaviors, and encourage institutionalization of such practices
and behaviors.> Importantly, rewards must be visible, worth, durable,
and timely so that employees can be motivated to performance well in
terms of change for sustainability and will show more commitment to
change in the workplace.®>¢4

Communicating with employees consistently: Leaders and change
agents must communicate with relevant stakeholders regularly in
order to inform them about the change progress and seek their
feedback on how changes are executed and perceived.®> They need
to know what needs to be improved to keep the momentum of the
support for change. This is also one of the effective ways to monitor
the change progress with inputs from various groups of stakeholders.
Given the rapid development of advanced technology and informa-
tion and communication technology (ICT), leaders and change agents
can employ several innovative channels of communication to reach a
wider group of stakeholders who can support their change initiatives
for sustainability. For example, several like-minded people, including
artists, scientists, and researchers, have got together and formed the
Artist Project Earth, which actively supports programs relating to miti-
gation and adaptation of climate change impacts and environmental
problems.¢

Overall, employee engagement is one of the most effective ways to
entice support for changes and to promote sustainability since every indi-
vidual employee can make significant contribution to a change process as

well as help their organizations achieve the objectives as explained by the
then Nokia CEQO, Olli-Pekka Kallasvuo, that

Everyone who works for Nokia is a brand ambassador. Thar means we all
need to know our brand, we need to understand what we are telling con-
sumers, and we need to act accordingly. I expect all the Nokians to make

a serious effort to live in accordance with our values and I look for people

who find that easy.”’
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Conclusion

It is obvious that some people are unable to assimilate organizational
change and respond in the shorter time span that it would have been the
main cause of resistance. Most of the people do not respond well toward
change because of the apprehension of incapability to adjust or obstruc-
tion in the career development as a result of such change.®® On the other
hand, even the senior management does occasionally resist change because
of the perceived danger of lack of successful change implementation poli-
cies, ineffective communication, and poor leadership.®” Thus, resistance or
inertia to change must be well managed right at the beginning, taking into
account cultural and individual differences, and costs and benefits that
stakeholders perceive and can receive from a change intervention.

Several measures can be adopted to prevent and manage resistance to
change for sustainability. The most popular and effective strategy is to engage
people in the change process. If changes are initiated or are made upon con-
sultation with employees, they will accept change more willingly. This can
be done via having sound strategies, education, training and development,
communication, and rewarding positive behaviors. Importantly, organiza-
tional culture must be carefully taken into account in planning and strate-
gizing, as well as implementing change interventions. Finally, sustainability

must be embedded in the corporate culture and in the change process.

Review Questions

1. Is resistance to change a way of life? Is it positive and negative?

2. Should management in an organization let go of anybody who
opposes a change initiative?

3. Why do people resist change?

4. What are the costs of resistance to change to individuals and to
organizations?

5. How do change agents manage resistance to change?

6. How would people challenge a change initiative in an organization?

7. How can change agents engage employees in change initiatives for

sustainability?



CHAPTER 5

People Behaviors and
Organizational Culture for
Change and Sustainability

This chapter discusses values, attitudes, personalities, and perceptions
of individuals, and how these determinants affect individuals™ responses
toward organizational change. It also discusses the concept and the impor-
tance of organizational culture, and how organizational culture affects a
change process. Stakeholder engagement, organizational culture theories,
and human resource management theories and practices would be pow-
erful tools to help organizations address employees’ negative response to

change.

People’s Values, Attitudes,
Personalities, and Perceptions

Individuals have their own set of values, attitudes, personality, and per-
ceptions toward change and sustainability."? If the majority of the stake-
holders share the same values, attitudes, and perceptions toward a green
business, it is casier for leaders and change agents to manage the change
for sustainability process. So, what are values, attitudes, personality, and
perceptions?

Values refer to abstract ideas or steady evaluative beliefs that steer per-
sonal thinking, preferences, and courses of action.> Some of the popular
work-related values are respect for others, respect personal choice, free-
dom and privacy, recognition for competence and accomplishments, par-
ticipation at work, work commitment, a strong sense of responsibility,
taking pride in work, preference for work-life balance, financial and job

security, a high level of self-development, career development, and being
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health conscious.*> Some values regarding sustainability include saving
water, electricity, and resources, a preference for adopting green technol-
ogy, green and sustainable consumption, and paperless systems, respect
for nature, and shared responsibility in environmental protection.® Yet,
Liu explained that “individualistic and materialistic values” are some
causes of unsustainability.”

Attitudes are defined as predispositions to respond to a situation in a
certain way. Attitudes refer to the assessment of a particular item, object,
quality, or behavior.® They are usually the mirror of values.” For example,
if a manager in an organization considers energy conservation is a “good”
value, he or she would have positive attitudes toward any suggestions
for saving energy consumption. Attitudes are usually expressed as “like”
or “dislike” for certain people or objects. There are three components of
attitudes, namely the cognitive component (beliefs), the affective compo-
nent (feelings), and the behavioral component (intentions).'’ In terms of
change for sustainability, stakeholders may negatively or positively express
their beliefs and feelings toward a change intervention, which can con-
tribute to sustaining corporate business and protect the natural environ-
ment. Such beliefs and feelings will affect their intentions on what and
how to respond to organizational change and a change process.

Personality is defined as an individual’s lasting paradigm of behaviors,
thoughts, and emotions.!" Personality makes individuals respond differ-
ently to the same context and same circumstance.'” Similarly to attitudes,
if an employee has a positive personality, he or she would not respond
negatively to a change intervention without a valid reason, especially
when the change aims to protect the environment.

Perception refers to the process through which receivers will select what
information to be received, then organize and interpret it from their own
perspective in the given environment.'® For example, employees may have
perception of working in a safe and healthy environment where the level of
greenhouse gas emission is low.!* However, a lot of factors affect an individ-

ual’s perception, such as stereotypes, halo effects, and selective perceptions.

¢ Stereotypes—DPeople have the tendency to generalize or make

assumptions regarding the personalities of all members of a
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group, based on the image of a few members or an inaccurate
image about what group members are like.!>!® For example, if
employees generalize that all managers only protect the orga-
nization’s interest and their own interest, any suggestions for
change by a manager will not elicit a positive response from
these employees.

* Halo effects—People may also have the tendency to transfer
goodwill or positive feelings about one person (e.g., humor-
ous, pleasing appearance, caring) to another.!”

¢ Selective perception—DPeople may categorize and interpret
only selective information.'® Thus, during the change process,
information may be disseminated to employees, but some of
them may only want to receive selective information, which
pertains to themselves or their divisions.

* If change agents understand the concepts, they would select
proper channels of communication to disseminate the
information about change to members in a more persuasive

manner.

Organizational Culture and Change
Organizational Culture

Organizational culture is defined as “a system of shared meaning held by
members that distinguishes the organization from other organizations.”"’
It also refers to the shared patterns of mindsets, beliefs, and behaviors of
the majority in an organization.?® Organizational culture can be shaped
by top management and founders, and then it can be self-reinforced
over time.?! Many authors explain that culture is a type of glue that can
socially tie members in an organization together since culture, a socially
constructed variable, affects the way people think, feel, and do. Thus,
organizational culture can influence individual performance, which, in
turn, affects the organization’s performance.?>232425:26 However, organi-
zational culture is long-lasting and slow to adapt to change.”” Therefore,
change agents are required to have different skill sets to incrementally

alter organizational culture in a given time frame.
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Organizational Culture and Change

This section discusses how organizational culture affects a change
process in an organization. In change management for sustainability,
organizational culture has been considered one of the fundamental
determinants of success or failure of a change process.?®*° The reason is
that changes cannot be fully implemented if members of the organiza-
tion do not want to shift their values and beliefs toward a green business
model 30:31:32

Basically, organizations consist of groups of people who have to
work with one another in a given context, that is the organization with
limited resources. Human nature is very complex and evolves, which
affects the social binding system in the organization.”> Employees in the
organization undoubtedly play a very vital role but their nature, per-
sonal aspirations, behavior, and interactions more or less influence the
organizational culture. Unlike bringing changes in technologies or mak-
ing some improvements in the management systems, transformation of
organizational culture, including the norms, beliefs, and values, is a tedi-
ous and challenging task.>* In other words, the change process is less
likely to affect the organizational culture, which is deep rooted in the
organization, if change agents and leaders cannot influence employees’
mindsets and behaviors.

A simple, less bureaucratic, and less hierarchical authority in the
organizational structure and culture is very much effective for the flow
of information and feedback about the changes. Apparently, interaction
among various groups of stakeholders, such as managers, employees, sup-
pliers, and customers of the organization is very important for achieving
the common goals.* Finally, one of the most desirable outcomes of any
change interventions is employee’s improved performance. This is one of
the measures of the success or failure of a change process. It is also very
important for boosting up the morale of employees for the overall better-

ment of the organization.*

Cultural Barriers and Change

Apparently, there are some sorts of cultural barriers within an organiza-

tion that prevent innovations to occur at the corporate level. Leaders and
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change agents must work toward overcoming such hindrances in order to
achieve the shared vision and the core values of the organization.”’

Human nature and interaction among groups are very complex, and
it forms the basic unit of the organizational culture. Undoubtedly, people
at all levels of organizations possess some sort of cynical attitude toward
the intention of organizational leaders, especially when there is an atmos-
phere of low trust in the organization.’®* It is very difficult to obtain the
loyalty, commitment, and honesty of employees unless there would be an
exchange or a promise for security.”* Importantly, communication plays
the key role in the establishment of trust and in gaining support from
multilevel stakeholders.

However, unexpected change intervention is responsible for role
ambiguities. It sometimes affects the democratic decision making and
possibly not accepted by all employees at various levels simultaneously
who are threatened of loss of control or power.”! When a decision is
made, some groups of stakeholders are better off, and other groups may
be disadvantageous. It is also possible when there would be certain efforts
to change technologies. There is a form of resistance by those people who
are used to undertaking the traditional modes for production methods.
Although this strategy would be effective in cost savings and facilitate
socioeconomic benefits in the organization, not all employees are enthu-
siastic with such changes if they are not well equipped with new skills and
new knowledge.*?

A vague performance evaluation system in the organization is also
one of barriers to a smooth assimilation of changes in the organization.*?
Performance parameters are required to be well stated focusing on the
employee performance criteria, incentive, and reward systems, which
influence the behaviors of the employee. However, zero sum reward allo-
cation practices may lower down the morale of the employees. Therefore,
leaders and change agents should incorporate change in different parts of
the whole organization, for example, structures, systems, policies, people,
and organizational culture.* They have to decide whether incremental or
transformational change should be carried out in a particular time frame
in order to achieve the set objectives.

Sometimes, the organization is so internally focused that leaders and

change agents exert high pressure on the performance of their teams,
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whereas they themselves are also under time pressure and are required
to maintain the pace with fast-emerging changes within the organiza-
tion.*> Mostly, this practice often becomes an additional stressor to the
change process, and results in resistance.® There is a requirement of
open-mindedness at that point of time, which is indeed very difficult to
handle when there is work pressure. Hence, leaders and change agents
should exercise their discretion and take into account employees emo-
tion and physical endurance to decide how much pressure they want to

wield on their team members.?”

Employee Engagement and Change

How can leaders engage employees in a change process for sustainability
and for improving their performance?

There is resistance to change in any change process in organiza-
tions.*® Thus, engagement of employees in the change process is one
of the effective mechanisms to minimize such resistance. Leaders are
required to be ready to maintain such a culture within the organiza-
tion to adopt a positive approach toward employee involvement in
the change process. Leaders need to get feedback from employees as
it is very important to know what and how employees think about the
change and react to such change. Therefore, leaders need to work on the
positive emotions and work attitude of the employees. And simultane-
ously in return, employees are required to know about the problems or
issues that arise in the organization through effective communication
systems. Employees should be invited to look into the problem, find
out how it occurred, and who is responsible for tackling this problem.
Leaders must also keep on observing and grooming junior and senior
executives who can be role models and really work to serve the best
interests of the organization.®

In addition, leaders have to adopt specific change management strat-
egies, such as demonstration of respectful attitudes toward employees,
provision of information, encouragement of employees to participate in
the decision-making process, and above all, creation of an atmosphere

of trust, fairness, and justice to all employees.’®>! Sometimes, hope for
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fairness and justice may boost the morale of the employees in the organi-
zation. For example, McDonald’s has launched its own internal website
www.ketchup.com.sg, which enables employees in different departments
and outlets to communicate and exchange their ideas and work experi-
ence with one another.”? This made McDonald’s emerge as one of the
top employers in the list of Aon Hewitt’s Best Employers in Singapore in
2011. Otherwise, insulting or disrespectful treatment by the managers or
leaders arouses feelings of annoyance and aggression among employees
who may adopt a negative approach toward a change process.>?

In order to engage and empower employees to make a change inter-
vention take place, resource allocation plays an important part in this
process. Leaders in an organization must allocate scarce resources, such
as transferring of manpower, assigning of authorities and responsibili-
ties, provision of trainings, and so on, based upon merit, fairness, and
individuals’ and departments’ needs. According to the equity theory, if
employees perceive the organization’s practice and policy regarding the
change process as fair and just, they would respond positively toward the
changes to the best they can.*

It is noted that change-ready attitude of the senior management (and
also employees) of an organization is one of the prerequisite for a support-
ive and positive culture and climate to its employees.>> In addition to this,
a well-framed performance management strategy is also very important
to the employees in the organization in order to cope with the changes.
Leaders and the change agents should explore appropriate ways to engage
the best performers in the change process, which, in turn, may enhance
the positive working attitude and performance within the organization
(see Figure 5.1).%

Finally, senior management can adopt certain practices, for exam-
ple to provide the detailed business presentations across the company
while contrasting with previous performance data, to elicit views from
different groups of stakeholders. They can also encourage employees
to be involved in the decision-making practices.””*® Along with this,
training programs to allow employees acquire new skills and knowledge
would be equally effective to maintain the pace with the changes to

some extent.”
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AT&T’s Bell Laboratories identified software engineers who were pro-
ductive and high performers in the organization. The Bell Lab team
then conducted in-depth interviews with these engineers, and used
the inputs to design and implement a hands-on training program
to improve the productivity of its workforce. The outcome was very
impressive, that is, the productivity of the participants in the program
immediately increased by 10 percent, and the productivity of these
participants increased up to 25 percent one year later.®” An increase in
productivity is one of the ways to achieve sustainable development in

terms of economic dimension.

Figure 5.1 AT&T’s Bell Laboratories’ experience

How Can Change in People and Organizational
Culture Help Organizations to Achieve
Environmental Sustainability?

It is pertinent to note that effective commitment, of both management
and employees, to change would help an organization implement change
successfully and modify individuals’ and organization’s performance.®! It is
inevitable that the workplace can avoid environmental change, as change is
very important to organizations to remain competent and competitive in
the global market, and respond to stakeholders” pressure and other external
pressure on firms’ financial, social, and environmental performance.®?

One simple way to stay competitive is to reduce the operational costs
via a reduction in resource (paper, stationery, water, etc.) consumption,
energy consumption, a reduction of number of trips by air (using Skype
or video conference) instead, and the adoption of green technology (Fig-
ure 5.2). However, not all employees will understand the need to imple-
ment such practices, and thus organizations should initiate programs to
enhance employees’ awareness of the benefits of such practices. Accurate
and timely information about how cost-cutting initiatives could help the
organizations improve financial and environmental performance should
be disseminated accordingly.

Further, change in the organization must also cater to the need of

effective corporate governance, which is very important for maintaining
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SingTel, a publicly listed company in Singapore, has pledged to be a
responsible corporate citizen and committed to develop a sustainable
business for its various groups of stakeholders via the key areas, namely
marketplace, people, environment, and community.

SingTel has demonstrated its commitment to manage and
mitigate the impact of environmental problems on its business
and operations. SingTel has adopted energy-efficient practices and
technologies to conserve resources, prevent pollution, and focus
on the efficient use of energy and water use, reduction of carbon
emissions, and management of hazardous and nonhazardous
substances.®

SingTel has designed one of their customer service centers in a way
that the center is projected as a modern hub to serve its customers, and
also reflect how the latest technology has been adopted to address the

space constraints, a typical limitation in Singapore (see photos).

Figure 5.2 Case study: SingTel

the liaison within both internal and external sources of power. Changes
also help in improving the two ways sharing of information, and feed-

back and communication system.64 Effective communication is again a
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substantive approach toward the expansion of better understanding and
effective ways of solving many business and environmental issues, includ-
ing environmental reporting, designing systems that can adapt to changes
in the surroundings, responses to government regulations regarding to
green tax, carbon tax, and so on.®

Effective implementation of the changes would result in improving the
employer—employee relationship quality, job motivation, and role auton-
omy. Together with these key features, trust and cooperation between
management and employees, and among stakeholders would further help
the organization in cost saving, addressing risks associated with change, as
well as in meeting future contingencies effectively. Besides, changes also
entail both financial and nonfinancial impacts on the organization, such
as customer satisfaction, trust and reliability, brand reputation, which can
become either competitive advantage or disadvantage to the organization

in today’s competitive marketplace.®

Conclusion

Individuals do have different values and personalities that produce differ-
ent attitudes and perceptions toward change initiatives. There is no doubt
that some employees are against any changes, no matter whether change
is for their benefit or not, whereas others support or resist change based
on the responses of the majority of the employees. However, organiza-
tional culture certainly plays a key role in shaping the way change is man-
aged in an organization. Organizational culture eventually stays put for
some time, and maintained collectively by most of the members of an
organization. According to Bate et al. and Burke, it is one of the deter-
minants influencing the success or failure of a change initiative, which,
in turn, affects the change outcome.®”*® It does not mean that organiza-
tional culture cannot be modified or shifted, but it requires special efforts
of leaders, change agents, and other stakeholders as well.

Change agendas can be ruined by resisting forces that are rooted in the
existing organizational culture.®” Thus, leaders and change agents should
have a comprehensive understanding of how cultural dynamics influence

and are influenced by attempts to carry out organizational change.
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Review Questions

. Define individuals’ values, attitudes, personalities, and perceptions.
. How do individuals’ perceptions affect a change process?

. What is organizational culture?

. How can organizational culture facilitate organizational change?

. In which conditions that organizational culture is considered a bar-

rier to organizational change?

. Why should leaders and change agents engage employees in a change

process?

. How can change in people and organizational culture help organiza-

tions to achieve environmental sustainability?






CHAPTER 6

Strategy and Structural
Change for Sustainability

Change in organizational strategy and structure has emerged as one of the
most contemporary themes in business management and organizational
studies during the last several years due to its significance in the survival
and expansion of an organization.">3#>¢ This chapter applies a wide
range of management theories to discuss the concepts, types, and impor-
tance of change in organizational strategy and structure. How organiza-
tional structural and strategy change can help leaders attain sustainability
in their organizations is also elaborated in this chapter. Several examples
are provided to illustrate how high-performance organizations grow their
business, attain a high level of socioeconomic performance, and at the

same time achieve environmental sustainability targets.

Environment

Ichniowski et al.,” Pettigrew et al.,® and Teece’ argued that several envi-
ronmental factors, such as socioeconomic, technological, informational,
and political, have been considered as driving forces of new innovative
forms of organizing. Supporting this view, Pettigrew et al. explained that
the magnification of changes to these factors have forced leaders to search
for novel means of organizing and reacting to the challenges and threats
posed by the dynamic and evolving environment.!® Similarly, Snow,!!
Castells,'* Ogbonna and Harris,'* and Teece!'* asserted that IT revolu-
tion and globalization have been some of the powerful forces for change
and innovation because business leaders must quickly adopt industry best
practices and good practices of high-performance corporations in various
countries in order to gain competitive advantage and produce superior

performance.
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In the context of change for sustainable development, external and
internal environments refer to all forces outside or inside organizations,
which can affect, directly or indirectly, their strategic planning, daily

operations, and business and environmental performance.

External Environment

There are three types of external environment that organizations need to

respond to:

*  General environment refers to all political, economic,
sociocultural, technological, legal, and ecological (PESTLE)
factors that can influence an organization. For example,
carbon tax has been introduced in many countries, such as
the United States, South Korea, Canada, India, and Japan
in the early 1990s, but not in Singapore.'” However, the
Singapore government has recently invited the public to
provide feedback on the implementation of carbon tax. If
the Singapore government enacts carbon or green tax act, the
operational costs of many companies will eventually increase.
Together with stakeholders’ pressure, this move would force
companies in Singapore to source for substitutes or greener
technology in order to avoid high carbon tax payouts and
other forms of punishments for degrading the environment.

o Task environment refers to customers, suppliers, competitors,
producers of spare parts, unfinished products, and finished
products and services (e.g., Foxconn produces iPads and
iPhones for Apple), unions, and potential entrants.

In some countries, such as Australia and the United States,
the union movement is very strong, whereas in countries
like Singapore, the government promotes tripartism, which
is one of the appealing competitive advantages of Singapore
where government, employers, and unions and workers work
closely with one another to settle any industrial and labor
disputes and conflicts. In countries like the United Kingdom,

environmental interest groups are very vocal in their activities
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against companies, which affect the interest of their members
or do not comply with environmental regulations and
produce negative externalities to the communities in terms
of releasing harmful emission, causing air, noise, and water
pollution and other environmental problems, may cause
huge financial losses to companies.'® Interest groups may also
exert pressure on governments and international nonprofit
organizations to lobby for policy change, such as what the
Green Peace has done to lobby for the Chinese government to
introduce “a priority list of hazardous chemicals for reduction,
restriction and eventual phase out.”"”
*  Enacted environment refers to the perceptions of management
toward the changes in the environment. Over-reaction
toward the external environment and “regenerative dynamic
capabilities” may affect organizations” operations, budget,
and development plans by destroying “parts of the resources,
and/or a significant disturbance to extant change processes
that would consume unnecessary resources and energy.”'® On
the other hand, under reaction to external environment and
dynamic capabilities “would probably lead to slow or rapid
decline depending on the actual degree of turbulence in the
external environment.””
For example, near the end of June 2013, Singapore
residents suffered poor air quality due to the haze caused
by forest fires in Indonesia. Many companies in Singapore
perceived that haze-related illnesses were not as serious as other
sickness even though haze-induced illnesses can result in health
complications and can be toxic to the lungs.?” Thus, only a few
companies in Singapore allowed their employees to work from
home during this period of time when the pollutant standards
index (PSI) level was very high (higher than 400).

Internal Environment and Resources

Resources are limited but wants are unlimited. It is a challenging task

to meet the current needs and at the same time to preserve resources for
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future development. Thus, resources must be utilized in a manner that

can help organizations respond to change effectively and efliciently.

There are two main types of resources:

o Tangible resources refer to “assets that can be seen and
quantified.”?! Tangibles resources include:

o Financial resources (ability to borrow money from
creditors, ability to raise funds, capital, assets, stocks, the
number of major and minor shareholders, the number of
creditors and debtors, etc.)

0 Organizational resources (planning, controlling
measurements and systems, reward systems, organizational
culture, structure, systems and processes, procedures that
help organizations ensure smooth operations, etc.)

o Physical resources (labor, raw materials, land, office,
production line, equipment and machines, etc.)

o Technological resources (patents, intellectual property,

trademarks, business intelligence, etc.).?223:24

o Intangible resources are defined as “assets that typically are
rooted deeply in the firm’s history and have accumulated over
time.”” Intangible resources include:

0 Human resources (employees” expertise, skills, experience, trus,
knowledge, culture, learning, managerial capabilities, etc.)

o Innovation resources (ideas, employees’ recommendations,
creativity, R&D capabilities, technology, IT networks,
information systems, etc.)

0 Reputational resources (brand name, international ranking,
awards, the practice of corporate social responsibility

[CSR], etc.).207

Organizations can utilize their available resources to build capabilities
for change and sustainability. Individual employees’ capabilities can be
developed via training and development, which is one of the powerful
instruments to (1) enhance employee awareness of the importance and

benefits of change for sustainability, and (2) acquire skills and knowledge
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required in the process of change. Importantly, organizations should
encourage and assist employees to acquire transferable skills and knowl-
edge in order to adapt to change. This will help to build employee confi-
dence and thus may prevent resistance to change due to fear of not being
able to perform new tasks or new role well.

Scanning and analyzing external and internal environments are essen-
tial for companies to plan and execute change in terms of strategy and
structure. Leaders and change agents must clearly understand the strengths,
weaknesses, opportunities, and threats of their organizations and clients in

order to propose suitable types, scale, time frame, and scope of changes.

Change in Organizational Strategy for Sustainability
Concept and Types of Strategy Change

Hanson et al. defined strategy as “an integrated and coordinated set of
commitments and actions designed to exploit core competencies and
gain a competitive advantage.”?® In other words, strategies are sets of
activities, including creating plans, implementations, and evaluation
measurements, to pursue and achieve certain objectives. In change man-
agement, strategies refer to plans and interventions that leaders and
change agents have to create and apply in order to make organizational
changes a reality.

Business strategies are divided into different groups:

* Business-level strategies (focusing on a single industry or a
market)

* International strategies (applied by companies when they
want to expand their business to overseas markets)

* Corporate-level strategies (applied by corporations with
multiple businesses)®’

e Strategies can also be formulated at the functional level (e.g.,
marking, operations, human resources, etc.), and network or
joint level (e.g., strategies apply by multinational corporations
working collaboratively). Additionally, this chapter also

discusses an award-winning concept of strategy, called blue
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ocean strategy, which requires great foresights of leaders or
change agents, or both.?® Leaders or change agents, or both
should have a high level of conceptual skills to appreciate the
application of this type of strategy.

Business-Level Strategies

Some popular business-level strategies are:

* Ansoff’s product and market strategies (market expansion,

market development, product development, and
diversification)3':3%33

Miles and Snow’s adaptive strategies (prospector, analyzer,
defender, and reactor)343536:37

Porter’s competitive strategies (cost leadership strategy,
focused cost leadership strategy, differentiation strategy,
focused differentiation strategy, and integrated cost leadership
differentiation), and international strategies.?®3*4°

Firms may apply the following approaches or mechanisms

to accomplish different strategies such as cost leadership,
differentiation or segmentation, especially during the
economic downturn.

Downsizing refers to interventions that are aimed at reducing
the size of an organization. This is one of the most popular
strategies that organizations may adopt to rapidly reduce

the operational costs."2 Downsizing usually entails issues
associated with not only economic dimension but also social
dimension of sustainable development regarding stakeholder
consultation, fair compensation, provision of counseling,
support and alternative arrangements for retrenched
employees, and so on.

There are three main approaches to implement downsizing
discussed by Cameron, Freeman, and Mishra,** Cameron,#
Gandolfi,*> Gandolfi and Hanson,* and Waddell et al.,*”
which are reduction of the current workforce, redesigning

organizational structure, and comprehensive approach.
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In order to implement a downsizing plan successfully, leaders and
change agents must clearly identify the organization’s strategies in the short,
medium, and long terms. They have to set the selection criteria and assess
various downsizing options based on the criteria and the organization’s capa-
bilities (Table 6.1). Then, they have to select the best option that may be the

best in a particular context and situation, but not in other circumstances.

They will have to monitor the implementation of a downsizing plan.

Table 6.1 Approaches to implement a downsizing strategy

Approach

Objectives

Activities

Reduction of the
current workforce

This approach aims to (1)
reduce the number of employees
within a unit or a division, and
(2) foster a transitional process.
This approach is usually
short-term or is only used

as a temporary measure by
many firms, such as Singapore
Aiirlines, especially when the
organization is in crisis, or
during the economic downturn.

Activities may include
transferring employees from
one to another division,
offering retirement or
buyout packages, directly
retrenching employees,
offering no-pay leave or
reducing the number of
working hours per week, and

SO on.

Redesigning
organizational

structure

This approach aims to (1)
change the organizational
structure to synchronize with
changes in other parts or
elements, such as strategy,
human resource and so

on, of the systems, and (2)
foster a transitional and
transformational process.
This approach focuses on

change in the medium term.

Activities may include
merging different divisions
or departments into one,
redesigning tasks, expanding
the current job scope and
responsibilities of employees,
eliminate functions and
layers, stop producing or
producing a smaller quantity
of certain products, and so

on.

Comprehensive or
total

This approach aims to (1)
change the organizational
culture and (2) foster a
transformational process.
This approach focuses on
change in the long term.

Activities may include
change responsibilities of
employees (promotion or
demotion), promoting new
practice and new behaviors
that can foster continuous
improvement, and so on.

Source: Cameron (1994), Gandolfi (2003), Gandolfi and Hanson (2011), Waddell et al. (2011).
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Waddell et al. suggested that leaders and change agents should adopt
a top-down approach to implement downsizing initiatives.*® They also
have to take care of the people aspect, for instance, assisting those who
have to leave and addressing the needs of those who stay back, using
several mechanisms, such as counseling, communication, pay package,

and so forth.

* Re-engineering is defined as the profound reconsidering and
transformational redesign of business processes, retraining
employees, modifying product and service portfolios, and
reallocating resources to attain significant improvements in
business, financial, and environmental performance.*’

In order to achieve such drastic enhancement, many
adjustments should be made, for example, work units
change from functional departments to process teams. Jobs
may be redesigned from simple tasks to multidimensional
tasks.’® Instead of being controlled, employees should
be empowered.’! Ones and Dilchert also introduced
a new concept of green behaviors, which refer to “the
five dimensions of working sustainably, avoiding harm,
conserving, influencing others, and taking initiative.”>*
Reward and compensation systems should be designed to
motivate employees to improve their performance.

Firms should incorporate all elements of sustainable
development in the planning and implementing of either

downsizing or reengineering approaches.

International Strategies

International strategies include global strategy, multidomestic strategy,
and transnational strategy.”® These strategies are aimed at meeting the
two competitive dimensions, namely (1) the need for global integration
of operations (to achieve economies of scale) and (2) the need for local
responsiveness (to differentiate firms’ products and services from those
offered by competitors in each country’s market).”*> In terms of sustain-

able development, firms with branches and offices in various countries
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have to (1) fulfill their responsibility to stakeholders in all locations,
(2) comply with both international and national laws and regulations
regarding environment protection, and (3) meet the demand for CSR,
not only at the national level but also at the international standards.

Yet, it is a tricky task for firms to satisfy all the demands of all groups of
stakeholders in all countries where they operate. For instance, Coca-Cola
Foundation is known for its philanthropic activities and provides funds to
help develop sustainable communities, and for making positive changes
to help people around the world.>® Yet, Coca-Cola encountered a series
of setbacks and crisis due to allegations of unethical practices regarding
“high levels of pesticide residue in the soft drinks being sold over India”

and the way the company used scarce water resources in India.””

Corporate-Level Strategies

Corporate-level strategies include related and unrelated diversification
strategies.’®>? There are three levels of diversification: (1) low level
(i.e., 70 percent and above of the income is from a single business),
(2) moderate to high level (i.c., less than 70 percent of the income is
from the dominant business, and there are some linkages between busi-
nesses), and (3) very high level or unrelated diversification (i.e., less than
70 percent of the income is from the dominant business, and there is no

linkage between businesses).?0:¢!

Blue Ocean Strategies

At the macro level, Kim and Mauborgne introduced a new concept of strat-
egy called the blue ocean strategy.®? They explained that firms have to con-
sider two types of oceans when formulating and implementing strategies.
The first type of ocean is the red ocean, which refers to the known market
space with all existing industries.®® In the red ocean, rules and games are
known, and industry boundaries are visible.** Thus, a firm’s strategies usu-
ally focus on how to create their competitive advantage to compete with its
competitors in the current market space. Since these strategies have domi-
nated the market for several years, the red ocean market has become too

crowded with so many firms. Potential for profits and growth in this ocean
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has diminished over time. Competition among firms becomes too severe,
and many of them were not able to survive without any organizational
change, the examples of which are Motorola, Ericsson, or Nokia.

The other type of ocean is the blue ocean, which is defined as “untapped
market space, demand creation, and the opportunity for highly profitable
growth.”® Kim and Mauborgne used the term blue ocean strategy to refer to
the vast prospect of a future market, which is not yet explored, or some exist-
ing markets, which are not in the mature stage (i.e., still have the room for
expansion).®*®” Therefore, firms need to carefully analyze the environment
and set strategic directions before formulating and implementing strategies.

Opverall, firms may have to formulate and implement one or a com-
bination of strategies to achieve the set objectives. Kim and Mauborgne
explained that the success of a strategy depends on the development and

alignment of the following propositions:®8

* Value-added proposition, which can retain existing customers
and attract new customers,**”°

* Drofit-oriented scheme, which can help firms earn above-

average returns’'

* People-oriented plan, which can motivate employees to make
special efforts to implement the strategy successfully via

various human resources policies and initiatives.”*”?

The economic and social elements of sustainable development are built
in the aforementioned propositions. Firms need to attract customers in
order to make money, and at the same time to take care of their employees

in a manner that is internally and socially accepted.

Change in Organizational Strategy for Sustainability

How do changes in strategies address issues associated with sustainable
development? Hypothetically, when the number of staff or the number
of divisions and departments are reduced, the variable costs (salary, medi-
cal insurance, allowance, bonus, etc.) are also reduced although the fixed
costs (rental fee, electricity bills, equipment, etc.) may be the same in the
short term. Organizations will be able to focus scarce resources on other

activities, which can help them gain more competitive advantage.
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By redesigning work, some unnecessary tasks may be eliminated, or
tasks may be redesigned or reallocated in such a way to avoid task dupli-
cations, avoid waste of resources in duplicating work, and improve pro-
ductivity and performance (see Figures 6.1 and 6.2). Every product has
a life span. Also, consumer needs, demand, and preferences are rapidly
changing according to the level of economic, technological, and socio-
cultural development. Internally, the mindset and behaviors of employees
in different generations have also changed, and manager—employee rela-
tionships have been evolved in different directions. For example, Gen-
eration Y employees are independent and more demanding in terms of
salaries, fringe benefits, and working conditions, and they are obsessed
with career development and promotions based on skills, rather than sen-

iority.”* Thus, organizations need to create new products and services and

Nestlé”> provides a good example of how transformed business pro-
cesses via the adoption of a product life cycle approach helped it
achieve environmental sustainability in terms of water and biodiver-
sity conservation, reduction of air and greenhouse gas emissions, nat-
ural resources efficiency, mitigation and adaption to climate change
impacts, and reduction of waste or zero waste. Nestlé’s product life
cycle approach embraces (1) all relevant stakeholders, including farm-
ers, consumers, suppliers, the community, and so on, and (2) all areas
of operations, such as research and development, sourcing of raw
materials, manufacturing, packaging, distribution, human resources,
marketing and consumer communication, and regulation. This form
of reengineering enables Nestlé to implement different initiatives in
different parts of the whole system to foster its environmental sus-
tainability efforts and outcome. For instance, the key functions of
Nestlé Research and Development centers are to improve the current
products and processes, and to develop new products and processes.
Nestlé’s Responsible Sourcing Traceability Program aims to educate
farmers and other groups of stakeholders to be transparent in busi-
ness transactions and feedstock, and to implement their commitments
on no-deforestation, responsible use of water, sustainable fisheries and

animal welfare, and addressing other specific environmental aspects.”®

Figure 6.1 Nestlé’s transformed business processes via a product life
cycle approach
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In line with the government’s strategic plans and policies regarding
environmental sustainability, many conglomerates and electronic
corporations, such as LG, Sharp, Panasonic, Hitachi, and Samsung,
have redesigned their product portfolios as well as modified their
current products or produced new product to promote green con-
sumption in Singapore. They produce household products, such as
washing machines, fridges, televisions, and other products, which
are affordable and can save energy and water consumption. By doing
this, they can sustain their business, and respond to the change
in the external environment, for example, government policies
and customer preference for cheaper products in terms of product

price and the costs associated with the use and maintenance of such

products.

Figure 6.2 Redesign product portfolios

processes, or improve the existing products and services and processes in

order to respond to change in both internal and external environment.

Change in Organizational Structure for Sustainability
Organizational Structure

According to Hanson et al., organization structure is defined as “the

formal reporting relationships, procedures, controls and authority and
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decision-making processes.””” There are different types of organizational
structures, such as flat, tall, and matrix structures. Robbins et al. also
discussed three types of structures, which are simple, functional, and
multidivisional.”®

Different strategies require the implementation of different structures
to achieve the desirable outcome. In some organizations, decision making
is centralized where the authority to make decisions is concentrated at the
higher levels in an organization, and low-level employees and other stake-
holders do not have opportunities to participate in the decision-making
process. In other organizations, decision making is decentralized where
stakeholders are encouraged to take part in the decision-making process.”
Robbins et al. discussed two extreme models of organizational struc-

ture: organic and mechanistic structures.®

*  Organic model refers to a structure that is flat, having fewer
levels of intervening of management between employees
and the top management. Some characteristics of this model
include “cross-functional teams, cross-hierarchical teams ...
wide spans of control, decentralization” and a low level of
formalization.®! In an organic organization, information is
available to employees, and employees have opportunities to
participate in the decision-making process.

o Mechanistic model, on the other hand, refers to a structure
that is tall, having fewer levels of intervening of management
between employees and the top management. Organizations
adopting this structure are highly bureaucratic, overly
centralized, and strongly hierarchical, which does not allow
any deviations in practice since “any form of dissent was
viewed as dysfunctional.”® This structure is inflexible and
may stifle creativity.

In change management, Waddell et al. proposed a new type
of structure, namely collective structures including alliance,
network, and trans-organizational systems.®’ This is a novel
form of planned change aimed at helping organizations
develop cooperative and collaborative strategies with other
organizations. This kind of partnership is applied when

organizations have limited recourses and capabilities, and
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when tasks, problems, or projects are too big, too complex,
or too time-consuming, or both to be handled by any single
business entity.

Overall, organization structure includes a series of actions
and initiatives aiming to allocate and coordinate tasks,
monitor the production process, supervise workers, generate
performance measurements, and conduct evaluation.

‘These activities are directed toward the achievement of
organizations’ objectives. Over organized structures stifle
creative thinking and activities. However, an under organized
department or a laissez-faire working environment is not also
a good solution since it may lead to free rider phenomenon

and/or under productivity.®4

Change in Organizational Structure for Sustainability
The Importance of Change in an Organizational Structure

In the context of sustainable development, firms have to take into con-
sideration all three dimensions: economic, environmental, and social. If
an organizational structure and management systems are not appropri-
ately designed and modified, organizations may not reap all the benefits
associated with sustainability performance.®> Snow,¢ Pettigrew et al.,’
and Ogbonna and Harris®® explained that firms need to have sufficient
capacity and capabilities to respond promptly to environmental pressures
in order to sustain and grow their business. And, these elements are con-
sidered to be one of the key structural determinants of business success
or failure. Yet, the ability of firms to quickly respond to alterations in
both external and internal environments does not only depend on their
technical optimization, but also on their ability to mobilize and manage
human and physical resources through structural transformations.® Since
changes in organizational structure are essential to firms’ survival, many
firms have implemented various novel human resource practices, such as
designing multiskilled tasks, building community-oriented elements, in
order to produce highly impactful results in terms of social, economic,

and environmental performance.”®”! In addition, firms’ operations and
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performance will also be scrutinized not only by relevant stakeholders but
also by the society and communities. Thus, firms should not forget their
social responsibilities by ensuring that their activities are internally and
socially accepted. On the other hand, CSR does enhance firms’ business

performance.” Thus, firms can achieve a win-win outcome by practicing

CSR.

Forms of Structural Change

Several organizations have adopted technology-driven approaches to
change their structures in order to achieve sustainability.”> Other com-
panies have chosen ISO 14001 Environmental Management Systems
(EMS) as a tool to “design, and implement their environmental strat-
egy.”* Other change initiatives to drive a sustainability strategy include
“product costing, capital budgeting, information ... performance evalu-
ation,” reward systems, human resource policies, and so on.”> Achrol,”
Whittington et al.,”” Black and Edwards,”® and Ogbonna and Harris”
also commented that the design of the overall structure, the level of
power, the authority and responsibility decentralization, and job design
can be parts of structural modification. Further, organizations can adjust
the degree to which frondine employees are empowered, and the level
of flexi-time and structural flexibility have blurred “the horizontally and
vertically-[blurred] functional and task boundaries,” in order to respond
to contingent situations and crises.'*

Leaders and change agents can design a new organizational structure
or revise the current structure but they should not overload employees
with too many additional tasks. If the employees perceive that change
will not yield any benefits to them, except from more work, they would
certainly show resistance to change. The costs associated with such resist-
ance to change are usually high for the following reasons: (1) employees
will not be productive if they are too overloaded and too tired, (2) the rate
of absenteeism and the turnover rate will be high. Apart from an increase
in labor costs due to the aforementioned reasons, there will be commu-
nication and management problems. As a result, change efforts will not

produce the expected outcome.
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Conclusion

Variables that can affect the success or failure of a structural or strategy

change process include:

* Leadership commitment and support of top management

* A transformational leader who can gain support from
stakeholders when promoting new practice and new behaviors
due to inefliciency and ineffectiveness of the current structure
in terms of meeting the needs of the organization

¢ The high level of acceptability by the majority of the
stakeholders that change was required

¢ The high level of mutual trust between management and
employees, and among employees

¢ 'The organizational readiness and capabilities for change

* The use of technology and information and communications
technology (ICT) to sell the idea of change and to promote
the change itself'%!

* The availability of required resources
There is a high level of interconnection between strategy
and structure, reflecting the interdependence between
strategy formulation and implementation, as well as changes
in strategy and structure. Thus, change in strategy of an
organization may require adjustments in the structure of
the organization, and vice versa. Epstein and Roy explained
that “the alignment of strategy, structure, and management
systems” are very critical for firms to “both coordinate
activities and motivate employees toward” implementing,
monitoring, and evaluating efforts on sustainability.'** Also,
leaders and change agents must take into account different
aspects of organizational culture when planning any change.
In other words, change initiatives must be appropriately
aligned with organizational culture and other parts of the

whole system.



STRATEGY AND STRUCTURAL CHANGE FOR SUSTAINABILITY 103

Review Questions

Define organizational strategy and structure.

Discuss the importance of strategy and structural change for sus-
tainability in organizations.

How can organizational strategy be modified or changed?

How can organizational structure be modified or changed?

What are the factors affecting the success or failure of a strategy
change process?

What are the factors affecting the success or failure of a structural
change process?

Is it possible to change strategies of an organization without chang-

ing its structure and vice versa?






CHAPTER 7

Innovation and Change
for Sustainability: A Final
Conclusion

This chapter discusses the relationship between innovation and sustaina-
bility. It also predicts the future driving forces of change and their implica-
tions for sustainability. The focus of this book is change for sustainability.
Hence, any future trends of change management must be discussed in

conjunction with the development trends in sustainability.

Innovation for Sustainability

According to the Oslo Manual of innovation, prepared by the OECD and
Eurostat, innovation is defined as “the implementation of a new or signif-
icantly improved product (good or service), or process, a new marketing
method, or a new organizational method in business practices, workplace
organization or external relations.” Morris made it simple by defining
innovation as “making today’s products and services a little bit better.”?
This is referred to as continuous or incremental innovation in the con-
text of change management.® In the context of sustainable development,
innovation refers to new products, processes, methods, mechanisms,
approaches, structures, and procedures, which can help organizations
attain the three dimensions of sustainable development.

Joseph Schumpeter discussed five types of innovations: introduc-
tion of (1) new products or services, (2) “new methods of production;
(3) opening new markets; (4) development of new sources for raw mate-
rials or other inputs; and (5) creation of new market structures in an

industry.” The OECD and Eurostat classified innovation into four types,
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comprising of introduction of new (1) product and services innovations,
(2) process, (3) organizational units or organizations, and (4) marketing.’
Other authors also proposed different types of innovation, ranging from

¢ workplace innovation,’

process innovation, or the new management
model.®? Irrespective of which form of innovation is adopted, firms must
be able to respond to constant and speedy shifts in the external and inter-
nal environments, customer demand and expectation, market demand
and supply, and many other factors (see Figure 7.1).

Many research studies show that companies that have promoted
innovation and invested in R&D have been able to reap the benefits of
innovation and achieve sustainability.!” The top companies in the list
of most innovative corporations, such as Microsoft, IBM, Toyota, GE,
Nokia, Unilever, or Tata, do not only endorse several sustainability poli-
cies, but they are also leaders in the field of sustainable development.'!
There is a strong and positive correlation between innovation and sus-
tainable development, including business sustainability.'? Innovation
does not only provide economic value to firms, but it also produces social
and environmental value as well as facilitate sustainability-related pro-
cesses in firms.!>!* Firms with a high level of knowledge base and learning

effort have strong capacity and capability to sustain innovative effort and

Samsung produced new smartphones and new tablets to stay com-
petitive in the mobile phone and tablet industry. Samsung released
new models or modified models of smartphones and other technology
gadgets at a faster pace.

Panasonic presents another good example of product innovation.
Traditionally, Panasonic only produced electronic and household
items. However, Panasonic has now got into producing health-related
products, such as massage chairs, given the demographic change in
many countries where people require new and affordable health-
related products. Aging population has facilitated the emergence of a
“golden and silver economy” where health-related products are in high
demand. Panasonic has responded to customer demand and needs by

producing high-quality and inexpensive health-related products.

Figure 7.1 Examples of new ideas in firms
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outcome.'® This is consistent with the following equation of innovation

proposed by Adams and Hess:

“I(nnovation) = T'(raditional)K(knowledge) + N(etwork)K(knowledge)
/L(ocality) K(knowledge).”'¢

It does not mean that the more money a company invests in R&D,
the more profit it will earn. The importance is how organizations mobilize
scarce resources and discover their employees” hidden talent and tap on
the expertise of their current workforce so that they can contribute new
ideas to improve the organizational performance.!”

In terms of change for sustainability, apart from macro-level actions,
such as strategic planning, policy making, structural and strategy chang-
ing, many organizations do encourage employees to save resources and
reward those who provide suggestions that are feasible and produce the

benefits to the organizations.'®

Future Trends of Change Management

The area of organizational change will continue to grow, but blended
within the context of organizational development, instead of evolving as a
stand-alone theme.'? Three global trends affecting the development of an
organization are globalization, information technology, and managerial
innovation. These trends have created borderless markets and blurred the
boundaries of traditional organizational structure and operations. These

trends together with new external developments and risks, such as:

¢ Political and legal developments and risks (e.g., world leaders’
commitment to avoid a third world war, the promotion of
political dialogues instead of using force in conflicts, the
reduced number of countries adopting centrally planned
economy, the violence and civil wars in the Middle East
countries, the new threats to Asia Pacific communities under
new leadership, the enactment of new environmental law, the

introduction of carbon tax or green tax, etc.)?0-21:22:23.24.25
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* Economic and financial developments and risks (e.g., the
emergence of new markets in China, India, Brazil, and
Mexico, European debt crisis, the economic turbulence in
the United States in the last few years, the fluctuation in
foreign exchange rates due to national interest, Asian and
European financial crises, the collapses of multimillion
dollar financial institutions, the quest for more transparency
and accountability of leaders in the banking and financial
industry, a focus on productivity, etc.)?*%

* Sociocultural developments and risks (e.g., the growth of
aging population in almost all countries, the shift of consumer
behavior toward innovative products and green consumption,
the growing diversity workforce, the negative attitudes of local
people toward migrants and foreign labor force, the increased
number of consumers opting for green products, etc.)?®2%3%3!

* Environmental developments and risks (e.g., the increased
number of natural and human-made disasters, the accelerated
speed of environmental degradation, the impacts of climate
change, the enactment of new environmental law, etc.)?* have
created both borderless opportunities and threats to firms at the
local, national, regional, and international levels. Such opportu-
nities and threats are powerful driving forces for organizations
to make appropriate change regarding vision, mission, strategy,

structure, people, policy, practice, and other aspects.

Practical evidence (e.g., the Singapore government has promoted work—
life balance, employees can apply for flexible working in the United
Kingdom to take care of relatives who need care)*® demonstrates that
change will focus not only on how to improve business objectives, pro-
ductivity, effectiveness, and efficiency, but also on how to improve the
social aspects of organizations in order to produce a workforce that finds
satisfaction in performing their tasks (not only for the sake of earning
a living), who are happy, productive, who are enthusiastic with what
they are doing, who enjoy working in teams, and who can also work
independently. This is perfectly consistent with the socio-technological

view (STV). According to this theory, leaders and change agents have to
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pay sufficient attention to an organization’s social subsystem (leadership
styles, manager—employee relationship, employees’ interpersonal relation-
ships, team characteristics, organizational culture, individual and group
motivation, individual and group engagement, autonomy, satisfaction,
etc.), and the technical subsystem (organizational structure, mechanisms,
procedures, processes, I'T systems, knowledge, and other aspects required
by employee to perform the work).?#% By taking into consideration both
aspects, leaders and change agents would be able to enhance “job satisfac-
tion and improve productivity through a design process that focuses on
the interdependencies among people, technology, and the work environ-
ment.”%¢

Future driving forces for change that will affect organizational change
management are summarized in Table 7.1.

In this context, requirements from a change agent also get modified.
Not only should change agents have industry and practical experience,
knowledge, and commitment, but they also will be required to have
formal training and be certified by relevant professional associations.’”
They should bring a high level of momentum and dynamism to persist
“through the challenges and make their visions reality.”*® They should
have the ability to connect with people, and the ability to make people
connected with each other.

Traditionally, organizational development and change management
have received attention and been implemented by big corporations in the
market. Yet, it is expected that change agents will be in high demand in
the future since change is inevitable and constant, and change will occur
across organizations regardless of their size (big, medium, or small), and
the level of operations (local, regional, or global). Change management
requires a high level of mutual trust, between management or change
agents and employees, and among employees, in order to prevent and
manage resistance to change.

Overall, in the future, firms and stakeholders will be more receptive
to change since change is required to improve firms’ productivity, profit-
ability, and bring value to stakeholders. Firms need to change and manage
change for their survival and growth in the new knowledge-based and
innovation-driven economy. Employee performance and productivity are

keys to a firm’s success. Besides responding to the changing political, legal,
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economic, sociocultural landscapes, firms also have to be environmentally
responsible in order to meet the expectation of stakeholders, including

customers, partners, suppliers, and the community.

Conclusion

Although different authors, leaders, and change agents view change man-
agement from different dimensions, change management is a structured
and systematic approach to move individuals, groups, or firms from a
current state to “a desired future state, to fulfill or implement a vision and
strategy.”* An organization should be treated as an open system where
different parts, such as vision, mission, structure, strategy, people, policy,
and practice, of the system must fit with each other to move the system
ahead. Otherwise, the system will be deemed dysfunctional. When one
component of the system requires modification or alteration, other com-
ponents may also need to be readjusted. Thus, leaders and change agents
are required to have knowledge, skills, and experience to plan and man-
age a change process. They can apply various theories and approaches to
identify problems, gain support, engage stakeholders, manage resistance
to change, and lead the change to success. Organizations should empower
employees via several ways to prepare them for change so that they can
accept and embrace changes to improve their current states and perfor-
mance, given the limited resources in their current situations.

In short, change is constant and change may produce both positive
and negative outcomes, depending on different factors. Changes are an
inevitable part and may occur to everyone and every organization. Thus,
everyone should learn and acquire necessary skills and knowledge in order
to manage change competently.

Given the current rate of technological development and the fast
increase in global competition, it is predicted that organizations must
continuously seek for change in the future.“’ Actually, there is no option
for an organization to avoid change since as it is difficult to stop organi-
zational change.! The role of change agent and the interventions for sus-
tainability will continuously be influenced by globalization, technological
development and innovation, sociocultural and business transformation

as well as environmental challenges.






PR W W W W NN NN DN DNDNDNDNN = = = = e e e e e

W XN NV R

Notes

Chapter 1

Todnem By (2005).

Bertels (2010).

Elkington (1994).

Hanson et al (2011).

Pietersen (2002).

Sinek (2010), p. 2.

Hall (2002).

Modarres and Fowler (2005).
Hoskisson, Hit, and Ireland (2008).
Modarres (2010).

. Sinek (2010).
. EcoRecycle Victoria (n.d.).

Hitt, Ireland, and Hoskisson (2012).

. De Matos and Clegg (2013).

. Panasonic Singapore (2012).

. Jenkins (2002).

. Nokia (2013).

. Tan (2012).

. AFP (2012).

. Tabuchi (2011).

. Barkemeyer et al (2011).

. George (1999).

. Gladwin, Kennelly, and Krause (1995).

Guardian Health & Beauty (2012).

. 'The Ship Restaurant and Bar (2012).

. ABR Holding Ltd. (2012).

. Cummings and Worley (2005).

. Pryor et al (2008).

. Waddell, Cumming, and Worley (2011).
. Newhouse and Chapman (1996).

. Norcdliffe (1996).

. Hewett (2008).

. Myers Jr (2011).

. Langley et al. (2013).



116  NOTES

35. Hiatt (1996-2012).

36. Kates et al (2005), Economic Commission for Africa (2008).
37. Pattberg (2010).

38. Bertels (2010).

39. Hawkes (2006).

40. Bertels (2010).

41. Reuters (2012).

42. Chan and Evans (2013).

43, Williamson (2012).

44. Cavusgil et al (2012).

45. Czinkota et al (2009).

46. Menipaz and Menipaz (2009).

47. Shenkar and Luo (2004).

48. Hanson et al (2011).

49. Hill (2007).

50. Frederick et al (2011).

51. Barkemeyer et al (2011)

52. The Straits Times (2013), p. B11.

53. Singapore Airlines (2013).

54. Carroll (2008).

55. Carroll and Shabana (2010).

56. Carroll (1998).

57. Branco and Rodrigues (2006).

58. Gunningham, Kagan, and Thortorn (2002), p. 1.
59. Ha (2012a, 2012b).

60. Atteridge (n.d.).

61. Karpoff, Lott, Jr., and Rankine (1998).
62. Barkemeyer et al (2011), p. 1.

Chapter 2

Bond (1999).

Burnes (1996, 2004).

Holloway (2002).

Love, Gunasekaran, and Li (1998).
Luecke (2003).

Rieley and Clarkson (2001).
Taylor and Hirst (2001).
Barkemeyer et al (2011), p. 371.
Guimaraes and Armstrong (1998).
Grundy (1993).

0 ® NNV R D

1

e



11.
12.
13.
14.
15.
16.
17.
18.
19.
20.
21.
22.
23.
24.
25.
26.
27.
28.
29.
30.
31.
32.
33.
34.
35.
36.
37.
38.
39.
40.
41.
42.
43.
44.
45.
46.
47.
48.
49.
50.
51.

NOTES

Nelson (2003).

Senior (2002).

Barkemeyer et al (2011), p. 371.
Balogun and Hailey (2004).
Pryor et al (2008), p. 2.
Cummings and Worley (2005).
Greenwood and Hinings (1988).
Kelly and Amburgey (1991).
Romanelli and Tushman (1994).
Romanelli and Tushman (1994).
Dunphy and Stace (1990).
Nelson (2003).

Lewin (1951).

Lippitt, Watson, and Westley (1958).
Kotter (1995).

Kotter (1996).

Kaiser and Kaiser (1994).
Shirey (2013).

Burnes (1996).

Burnes (2004).

Kanter et al (1992).

Bamford and Forrester (2003).
Dunphy and Stace (1990).
Dawson (1994).

Pryor et al (2008)

Waddell et al (2011).

The Straits Times (2012).

Pryor et al (2008)

My Paper (2012a).

Robbins et al (2011).

Roggema et al (2012).

United Nations (2012).
Magloff (2012).

Dell (2013).

Burnes (2004), p. 985.

Burnes (2004), p. 986.

Kezar (2001).

Kezar (2001).

Kotter (1995), p. 61.

Levy and Merry (1986).

Carnall (1995).

117



118  NOTES

52. Carr (1996).

53. Carr et al (1996).

54. Kezar (2001).

55. Morgan (1986, 1997).

56. Bolman and Deal (1991) cited in Kezar (2001), p. 5.
57. Kezar (2001).

58. Ford, Ford, and D’Amelio (2008).

59. Ford and Ford (2009).

60. Cooperrider and Mcquaid (2012).

61. Cooperrider and Fry (2012).

62. Cooperrider, Whitney, and Stavros (2008), p. 15.
63. Cooperrider and Whitney (2000).

64. Fitzgerald, Oliver, and Hoxsey (2010).
65. Whitney and Trostern-Bloom (2003).

66. Fredrickson and Branigan (2005), p. 315.
67. Verma, Waturuocha, and Fry (2013), p. 4.
68. Heracleous et al (2005).

69. Bushe (2012), p. 13.

70. Barge and Oliver (2003).

71. Fitzgerald, Oliver, and Hoaxey (2010).
72. Miller, Fitzgerald, Murrell, Preston, and Ambekar (2005).
73. Pryor et al (2008); Waddell et al (2011).
74. Dunphy and Stace (1993).

75. Dunphy and Stace (1993), p. 82.

76. My Paper (2012b).

77. Magloff (2012).

78. Unilever (2014).

79. Unilever (2014), para. 1 and 2.

80. Kotter (1996).

81. Lewin (1951).

82. Waddell et al (2011).

83. Cumming and Worley (2009).

84. Kezar (2001).

85. Robbins etal (2011).

86. Hanson et al (2011).

87. Kotter (1995, 1996)

88. Efficiency Unit (2008).

89. Efficiency Unit (2008).

90. Jick (2001, 2003).

91. Efficiency Unit (2008).

92. Efficiency Unit (2008).



93.
94.
95.
96.
97.
98.
99.
100.
101.

W o NNV R =

N N NN RN NN N N N e e e e e e e e e

NOTES

Hanson et al (2011).

Efficiency Unit (2008), p. 22.
Efficiency Unit (2008), p. 22.
Cummings and Worley (2009).
Osman-Gani and Jacobs (2004).
Cummings and Worley (2009).
Waddell et al (2011), p. 185.
Mujtaba and Shuaib (2010).
Cummings and Worley (2009).

Chapter 3

Stogdill (1948, 1975).

Waddell et al (2011), p. 193.
Brown and Trevifio (2006).
Popper (2002).

Morrell and MacKenzie (2011).
Frederick et al (2011).

Huang et al (2010).

Lee and Koh (2010).

Hoyle (2012).

Brown and Trevifio (2006).

. Popper (2002).

. Morrell and MacKenzie (2011).
. Frederick et al. (2011).

. Frederick et al. (2011).

Kamdar and Van Dyne (2007).

. Lee and Koh (2001).

. Quinn and Spreitzer (1997).
. Colquitt et al (2001).

. Tremblay and Roussel (2001).
. Huang et al (2010), p. 139.
. Hoyle (2012).

. Norris and Porter (2011).

. Northouse (2004).

. Norris and Porter (2011).

. Norris and Porter (2011).

. Abbas and Asghar (2010)

. Derue etal (2011).

. Abbas and Asghar (2010).

. Abbas and Asghar (2010).

119



120

30.
31.
32.
33.
34.
35.
36.
37.
38.
39.
40.
41.
42.
43.
44.
45.
46.
47.
48.
49.
50.
51.
52.
53.
54.
55.
56.
57.
58.
59.
60.
6l.
62.
63.
64.
65.
66.
67.
68.
69.
70.

NOTES

Kuhnert and Lewis (1987).
Rafferty and Griffin (2004).
Lauritzen (n.d.).

Alain (2011).

Mahanta and Sangani (2013).
Takahashi (2012).

Waddell et al (2011).

Robbins et al (2011).

Today (2013).

Oreskovic (2012).

Gold et al (2001).

Lippert, Inoue, and Frost (2010), para. 5.
Eisenstein (2013).

Wharton School of the University of Pennsylvania (2009).
June (2000).

June (2000).

Murphy (2012).

Harcourt (2005).

Boh (2012).

Tay (2012).

United Nations (1987).

Steurer et al (2005).

Anand and Sen (2000).

Harcourt (2005).

Poon (2012).

Chee (2012).

Lele and Jayaraman (2011).

Steurer et al (2005), p. 271.

EPA (Australian Environment Protection Agency) (1995).
Corvaldn, Kjellstrom, and Smith (2012).
Wellmer and Becker-Platen (2002).
Steurer et al (2005).

Tetenbaum and Laurence (2011).
Abbas and Asghar (2010).

Abbas and Asghar (2010).

Abbas and Asghar (2010).

Waddell et al (2011).

Abbas and Asghar (2010).

Pagon et al (2008).

Fugate et al (2010).

Penny (2011), p. 62.



71.
72.
73.
74.
75.

QW W W N N NN NN NN NN o e e e e e e e

Yoo NN R

NOTES

Worley et al (2005).

Goleman (1995).

Tetenbaum and Laurence (2011).
Storey (1988).

Tetenbaum and Laurence (2011).

Chapter 4

Dent and Goldberg (1999).
Lewin (1951).

Kotter (1995).

Dent and Goldberg (1999).
Waddell et al (2011), p. 104.
Schein (1997).

Schein (20006).

Schein (1990).

Ford et al (2008).

Ford and Ford (2009).

. Waddell et al (2011).

. Doppelt (2010).

. Stanley et al (2005).

. Kezar and Eckel (2002).

. Karl and Quinn (1999).

. Schein (1990).

. American Society for Training and Development (2010).
. Schein (20006).

. Cooke (2009).

. Waddell et al (2011).

. Dettmer (n.d.).

. Kalyal and Sverke (2010).

. Schein (1995), p. 4.

. Schein (2002), p. 46.

. Gelle (2002).

. Gotsill and Natchez (2007).
. Michelman (2007).

. Doppelt (2010).

. Waddell et al (2011).

. del Val and Fuentes (2003).
. Coghlan (1993).

. Schein (2006).

. Buchanan and Badham (2008).

121



122

34.
35.
36.
37.
38.
39.
40.
41.
42.
43.
44.
45.
46.
47.
48.
49.
50.
51.
52.
53.
54.
55.
56.
57.
58.
59.
60.
61.
62.
63.
64.
65.
66.
67.
68.
69.

NOTES

Morrison and Milliken (2000).
del Val and Fuentes (2003).
Oreg (2003, 2006).

del Val and Fuentes (2003).
Oreg (20006).

Waddell et al (2011).

Stross (2013).

Reuter (2010).

Erwin and Garman (2010).
Senge et al (2007).

Waddell et al (2011).

Schein (1990).

Senge et al (2007).

George (2008).

Michelman (2007).

Erwin and Garman (2010).
Paton and McCalman (2008).
Bamford and Forrester (2003).
The Wall Street Journal (2011), p. 17.
People Matter (2010), p. 2.
Manring (2003).

Mogollon et al (2010).

Schein (1990).

Tilbury and Wortman (2004), p. 9.
Shrivastava (1995).

Daily and Huang (2001).
Dunphy, Grifhifths, and Benn (2003).
People Matter (2010), p. 2.
Colville and Millner (2011).
Storey (1988).

Parish et al (2008).

Schmitz and Becker (1991).
Corner (2013).

People Matter (2010), p. 5.
Doppelt (2010).

Kimberley and Hartel (2007).

Chapter 5

Eden (1993).
Rogerson, Bellingham, and Shevtsova (n.d.).



10.
. Roberts et al (2011).
12.
13.
14.
15.
16.
17.
18.
19.
20.
21.
22.
23.
24,
25.
26.
27.
28.
29.
30.
31.
32.
33.
34.
35.
36.
37.
38.
39.
40.
41.
42,
43.

W N NV W

NOTES

Leiserowitz, Kates, and Parris (2006).
Robbins et al (2011).

Leiserowitz, Kates, and Parris (2004).
Kollmuss and Agyeman (2002).

Liu (2009), p. 1421.

Maio et al (2003).

Stern (2000).

Hatzios (1996).

Alkahtani et al (2011).

Robbins et al (2011).

Edwards and Carolyn (2012).
Schmader et al (2008).

Stoker, Van der Velde, and Lammers (2012).
Robbins et al (2011).

Robbins et al (2011).

Robbins et al (2011), p. 466.
Jets De Vries, Guillen, and Korotov (2009).
Conner (2011).

Cameron (1986, 1994).
Cameron and Ettington (1988).
Cameron and Freeman (1991).
O’Reilly and Chatman (1996).
Sun (2008).

Latta (2009).

Wilkins and Dyer (1988).

Bate et al (2000).

Curry (1992).

Hercleuous (2001).

Latta (2009).

Liu et al (2007).

Doppelt (2010).

Forsyth (20006).

Doppelt (2010).

Mogollon et al (2010).

Holtz (2013).

Whitener, Brodt, Korsgaard, and Werner (1998).
Manring (2003).

Manring (2003), p. 205.
Dopeltt (2010).

Skinner (2004).

123



124

44.
45.
46.
47.
48.
49.
50.
51.
52.
53.
54.
55.
56.
57.
58.
59.
60.
6l.
62.
63.
64.
65.
66.
67.
68.
69.

W N NV R

_.
e

11.

—
[\

NOTES

Dopeltt (2010).

Dohmen (2008).

Wirtz, Heracleous, and Pangarkar (2008).
Mogollon et al (2010).

Ford, Ford, and McNamara (2002).
Kimberley and Hartel (2007).
Collier and Esteban (2007).

Holtz (2013).

Marketing Interactive Com (2011).
Kimberley and Hartel (2007).
Kimberley and Hartel (2007).

Holt et al (2007).

Colville and Millner (2011).

Kuyea and Sulaimonb (2011).
Mitchell (1973).

Storey (1998).

Garvin (2000).

Herold et al (2008).

Parish et al (2008).

SingTel (n.d.).

Sobo and Sadler (2002).

Dopeltt (2010).

Parish et al (2008).

Bate et al (2000); Burke (2008).
Bate et al (2000); Burke (2008).
Wilkins and Dyer (1988).

Chapter 6

Stebbins et al (1998).
Hinkin and Tracey (1999).
Pettigrew et al (2000).
Black and Edwards (2000).
Ogbonna and Harris (2003).
Teece (2010).

Ichniowski et al (1996).
Pettigrew et al (2000).
Teece (2010).

Pettigrew et al (2000).
Snow (1997).

. Castells (1999).



13.
14.
15.
16.
17.
18.
19.
20.
21.
22.
23.
24.
25.
26.
27.
28.
29.
30.
31.
32.
33.
34.
35.
36.
37.
38.
39.
40.
41.
42.
43.
44.
45.
46.
47.
48.
49.
50.
51.
52.
53.

NOTES

Ogbonna and Harris (2003).
Teece (2010).

SBS (2012).

Lowe (1977).

Green Peace (2012), para. 1.
Ambrosini et al (2009), pp. 29-30.
Ambrosini et al (2009), p. 30.
Y.L.M. (2013).

Hanson et al (2011), p. 582.
Barney (1991).

Hanson et al (2011).
Rothaermel (2013).

Hanson et al (2011), p. 580.
Luetal (2010).

Hanson et al (2011).

Hanson et al (2011).

Hanson et al (2011).

Kim and Mauborgne (2004).
Ansoff and Stewart (1967).
Ansoff and Brandenburg (1971).
Radulescu (2012).

Miles et al (1978).

Smith, Guthrie, and Chen (1986).
Zahra and Pearce II (1990).
Gimenez (2000).

Porter (1979).

Porter (1996).

Hanson et al (2011).

Dolan, Belout, and Balkin (2000).
Gandolfi (2007).

Cameron et al (1991).

Cameron (1994).

Gandolfi (2003).

Gandolfi and Hanson (2011).
Waddell et al (2011).

Waddell et al (2011).

Waddell et al (2011).

Wong and Campion (1991).
Ramus and Steger (2000).

Ones and Dilchert (2010) cited in Dubois and Dubois (2012), p. 813.
Peng (2003).

125



126

54.
55.
56.
57.
58.
59.
60.
6l.
62.
63.
64.
65.
66.
67.
68.
69.
70.
71.
72.
73.
74.
75.
76.
77.
78.
79.
80.
81.
82.
83.
84.
85.
86.
87.
88.
89.
90.
91.
92.
93.

NOTES

London and Hart (2004).

Peng, Wang, and Jiang (2008).
Business Wire (2013).

Carroll (2012), p. 567.

Beard and Dess (1981).

Barton (1988).

Rumelt (1982).

Johnson, Scholes, and Whittington (2008).
Kim and Mauborgne (2004).

Kim and Mauborgne (2005), p. 106.
Kim and Mauborgne (2005), p. 106.
Kim and Mauborgne (2005), p. 106.
Kim and Mauborgne (2005).

Yang and Yang (2011).

Kim and Mauborgne (2009).

Yang and Yang (2011).

Lindgreen and Wynstra (2005).
Seelos and Mair (2007).

Wright et al (2005).

Wirtenberg et al (2007).

Healy, 2008 cited in Crampton and Hodge (2009), p. 4.
Nestlé (2013).

Nestlé (2013), p. 2.

Hanson et al (2011).

Robbins et al (2011).

Zabojnik (2002).

Robbins et al (2011).

Robbins et al (2011), p. 451.
Ogbonna and Harris, 2003, p. 517.
Waddell et al (2011).

Robbins et al (2011).

Epstein and Roy (2001), p. 593.
Snow (1997).

Pettigrew et al (2000).

Ogbonna and Harris (2003).
Mintzberg et al (1998).

Whittington et al (1999).

Ogbonna and Harris (2003).

Servaes and Tamayo (2013).
Ogbonna and Harris (2003).

05
05

94. Epstein and Roy (2001), p. 593.



95.
96.
97.
98.
99.
100.
101.
102.

W N NV R R

W N N N N NN NN NN = o e e e e e e e

NOTES

Epstein and Roy (2001), p. 594.
Achrol (1997).

Whittington et al (1999).

Black and Edwards (2000).
Ogbonna and Harris (2003).
Ogbonna and Harris (2003), p. 526.
Ogbonna and Harris (2003), p. 527.
Epstein and Roy (2001).

Chapter 7

OECD and Eurostat (2005), p. 46.

Morris (2013), p. 6.

Audretsch, Martinez-Fuentes, and Pardo-del-Val (2011).
Vilanova and Dettoni (2011), p. 15.

OECD and Eurostat (2005).

Pettigrew et al (2000).

Ichniowski et al (1996).

Bacon et al (1996).

Ogbonna and Harris (2003).

Audretsch and Feldman (1996).

. Vilanova and Dettoni (2011), p. 16.
. Kardos (2012).

. Cabral (2010).

. Harayama and Nitta (2011).

. Cabral and Costa (2010), p. 1.

. Adams and Hess (2000), p. 64.

. Daily and Huang (2001).

. Wirtenberg et al (2007).

. Waddell et al (2011).

. Bremmer and Zakaria (2006).

. Huszagh (2001).

. Delios and Henisz (2000).

. Henisz (2000a).

. Henisz (2000b).

. Reuer (2001).

. Goerzen, Sapp, and Delios (2010).
. Woodward and Rolfe (1993).

. Bekefi, Jenkins, and Kytle (20006).
. Brouthers and Brouthers (2000).

. Chang and Rosenzweig (2001).

127



128

31.
32.
33.
34.
35.
36.
37.
38.
39.
40.
41.

NOTES

Makino and Neupert (2000).
Goerzen, Sapp, and Delios (2010).
Advisory, Conciliation and Arbitration Service (2013).
Fox (1995).

Ghosh (2009).

Ghosh (2009), p. 20.

Waddell et al (2011).

Ellett (2013), para. 5.

Ryerson University (2011), p. 4.
Armenakis and Harris (2009).
Steven et al (2013).



References

Abbas, W.; and 1. Asghar. 7he Role of Leadership in Organizational Change, PhD
Thesis, University of Gavle, 2010.

ABR Holding Ltd. Happy Hours, 2012, http://swensens.com.sg/promotions/112-
happy-hour, (accessed January 17, 2014).

Achrol, R.S. “Changes in the Theory of Inter-Organizational Relations in
Marketing: Toward a Network Paradigm.” Journal of the Academy of Marketing
Science 25, no. 1 (1997), pp. 56-71.

Adams, D.; and M. Hess. “Innovation and the Interface Between Local
Community and Global Economy.” Public Administration Today 6, (January—
March 2000), pp. 64-73.

Advisory, Conciliation and Arbitration Service. 7he Right to Apply for
Flexible Working. London, UK: Advisory, Conciliation and Arbitration
Service, 2013.

AFP. “New Philips LED Bulb Said to Last Over 20 Years.” My Paper Technology,
(April 24, 2012), p. Al.

Alain, P. 10 Must-Have Leadership Traits: What World Leaders Have Said About
Leadership, 2012, http://www.industryleadersmagazine.com/10-must-have-
leadership-traits-what-world-leaders-have-said-about-leadership/, (accessed
October 21, 2012).

Alkahtani, A.H.; I. Abu-Jarad; M. Sulaiman; and D. Nikbin. “The Impact of
Personality and Leadership Styles on Leading Change Capability of Malaysian
Managers.” Australian Journal of Business and Management Research 1, no. 2
(May 2011), pp. 70-98.

Ambrosini, V.; C. Bowman; and N. Collier. “Dynamic Capabilities: An
Exploration of How Firms Renew Their Resource Base.” British Journal of
Management 20, no. S1 (March 2009), pp. S9-S24.

American Society for Training and Development. Edgar Schein. Training and
Development, 2010, http://www.astd.org/Publications/Magazines/TD/TD-
Archive/2010/12/Edgar-Schein, (accessed January 23, 2014).

Anand, S.;; and A. Sen. “Human Development and Economic Sustainability.”
World Development 28, no. 12 (December 2000), pp. 2029-2050.

Ansoff, H.I; and R. Brandenburg. “A Language for Organizational Design.”
Management Science 17, no. 12 (August 1971), pp. B717-B731.

Ansoft, H.I; and J.M. Stewart. “Strategies for a Technology-Based Business.”
Harvard Business Review 45, no.6, (1967), pp. 71-83.



130 REFERENCE

Armenakis, A.A.; and S.G. Harris. “Reflections: Our Journey in Organizational
Change Research and Practice.” Journal of Change Management 9, no. 2,
(June 2009), pp. 127-142.

Atteridge, A. Private Sector Finance and Climate Change Adapration. Stockholm,
Sweden: Stockholm Environment Institute, 2011.

Audretsch, D.B.; and M.P. Feldman. “R&D Spillovers and the Geography of
Innovation and Production.” American Economic Review 86, no. 3 (1996),
pp- 630-640.

Audretsch, D.B.; C. Martinez-Fuentes; and M. Pardo-del-Val. “Incremental
Innovation in Services Through Continuous Improvement.” 7he Service
Industries Journal 31, no. 12 (September 2011), pp. 1921-1930.

Bacon, N.; P. Ackers; ]. Storey; and D. Coates. “It’s a Small World: Management
of Human Resources in Small Businesses.” International Journal of Human
Resource Management 7, no. 1 (1996), pp. 83—100.

Balogun, J.; and V. Hope Hailey. Exploring Strategic Change. 2nd ed. London,
UK: Prentice Hall, 2004.

Bamford, D.R.; and Forrester, PL. “Managing Planned and Emergent
Change Within an Operations Management Environment.” International
Journal of Operations & Production Management 23, no. 5 (April 2003),
pp- 546-564.

Barge, J.K.; and C. Oliver. “Working With Appreciation in Managerial Practice.”
Academy of Management Review 28, no. 1 (January 2003), pp. 124-142.
Barkemeyer, R.; D. Holt; L. Preuss; and S. Tsang. “What Happened to the
Development in Sustainable Development? Business Guidelines two
Decades After Brundtland.” Sustainable Development 22, no. 1 (April 2011),

pp. 15-32.

Barney, J.B. “Firm Resources and Sustained Competitive Advantage.” Journal of
Management 17, no. 1 (1991), pp. 99-120.

Barton, S.L. “Diversification Strategy and Systematic Risk: Another Look.”
Academy of Management Journal 31, no.1 (March 1988), pp. 166-175.

Bate, P; R. Khan; and A. Pye. “Towards a Culturally Sensitive Approach to
Organization Structuring.” Organization Science 11, no. 2 (March 2000),
pp. 197-211.

Beard, D.W.; and G.G. Dess. “Corporate-Level Strategy, Business-Level Strategy,
And Firm Performance.” The Academy of Management Journal 24, no. 4
(December 1981), pp. 663-688.

Bekef, T.; B. Jenkins; and B. Kytle. Social Risk and Strategic Risk. Corporate Social
Responsibility Innitaitve, (Working Paper No. 30). Cambridge, MA: John E
Kennedy School of Government, Harvard University, 2006.

Bertels, S. Embedding Sustainability in Organizational Culture: A How-to Guide
for Executives. Ontario, Canada: Network for Business Sustainability, 2010.



REFERENCE 131

Black, J.A.; and S. Edwards. “Emergence of Virtual Network Organizations: Fad
or Feature.” Journal of Organizational Change Management 13, no. 6 (2000),
pp- 567-576.

Boh, S. “FairPrice Staff To Ramp Up Volunteer Efforts.” My Paper, May 3, 2012,
p. 27.

Bond, T.C. “The Role of Performance Measurement in Continuous Improvement.”
International Journal of Operations & Production Management 19, no. 12
(April 1999), pp. 1318-1334.

Branco, M.C.; and L.L. Rodrigues. “Corporate Social Responsibility and
Resource-Based Perspectives.” Journal of Business Ethics 69, no. 2 (December
2006), pp. 111-132.

Bremmer, I; and F. Zakaria. “Hedging Political Risk in China.” Harvard Business
Review 84, no. 11 (November 2006), pp. 22-25.

Brouthers, K.; and L. Brouthers. “Acquisition or Greenfield Startup? Institutional,
Cultural and Transaction Cost Influences.” Strategic Management Journal 21,
no. 1 (January 2000), pp. 89-97.

Brown, M.E.; and L.K. Trevifio. Socialized Charismatic Leadership, Values
Congruence, and Deviance in Work Groups.” Journal of Applied Psychology 91,
no. 4 (July 2006), pp. 954-962.

Buchanan, D.; and R. Badham. Powes, Politics, and Organizational Change:
Winning the Turf Game. 2nd ed. London, UK: Sage Publications, 2008.
Bullock, R.J.; and D. Batten. “It’s Just a Phase We're Going Through: A Review
and Synthesis of OD Phase Analysis.” Group and Organization Studies 10,

no. 4 (December 1985), pp. 383—412.

Burke, W.X. Organization Change: Theory and Practice. Thousand Oaks, CA:
Sage, 2008.

Burnes, B. “No Such Thing as . . . A One Best Way to Manage Organizational
Change.” Management Decision 34, no. 10 (1996), pp. 11-18.

Burnes, B. Managing Change: A Strategic Approach to Organisational Dynamics.
4th ed. Harlow: Prentice Hall, 2004.

Bushe, G. “Foundations of Appreciative Inquiry: History, Criticism and
Potential.” AI Practitioner 14, no. 1 (February 2012), pp. 8-20.

Business Wire. 7he Coca-Cola Foundation Gives $8.8 million to Help Develop
Sustainable  Communities, 2013, AOL Inc. htp://www.dailyfinance.
com/2013/08/08/the-coca-cola-foundation-gives-88-million-to-help-/,
(accessed January 23, 2014).

Cabral, J.E.de O. Firms’ Dynamic Capabilities, Innovative Types and Sustainability:
A Theoretical Framework. In the Proceedings of 16th International Conference
on Industrial Engineering and Operations Management Challenges and
Maturity of Production Engineering: Competitiveness of Enterprises, Working
Conditions, Environment. Sao Carlos, SP, Brazil, (October 12-15, 2010).



132 REFERENCE

Cabral, J.E.de O.; and M.da PB. Costa. An Analytical Model of the Relationship
Knowledge, Learning, Innovation and Sustainability. In the Proceedings of
16th International Conference on Industrial Engineering and Operations
Management Challenges and Maturity of Production Engineering:
Competitiveness of Enterprises, Working Conditions, Environment. Sio
Carlos, SP, Brazil, (October 12—15, 2010).

Cameron, K. S. “Effectiveness as Paradox: Conflict and Consensus in Conceptions
of Organizational Effectiveness.” Management Science 32, no. 5 (May 1986),
pp- 539-553.

Cameron, K.S.“Strategies for Successful Organizational Downsizing.” Human
Resource Management 33, no. 2 (1994), pp. 189-211.

Cameron, K.S.; and D.R. Ettington. “The Conceptual Foundations of
Organizational Culture.” In Higher Education: Handbook of Theory and
Research, 356-396, New York, NY: Agathon, 1988.

Cameron, K.S.; and S.J. Freeman. “Cultural Congruence, Strength, and Type:
Relationships to Effectiveness.” In Research in Organizational Change and
Development (Vol. 5), 23-58, 1991.

Cameron, K.S. “Strategies for Successful Organizational Downsizing.” Human
Resource Management 33, no. 2 (January 1994), pp. 189-211.

Cameron, K.S.; S.J. Freeman; and A.K. Mishra. “Best Practices In White-Collar
Downsizing: Managing Contradictions.” Academy of Management Executive
5, no. 3 (1991), pp. 57-73.

Carnall, C.A. Managing Change In Organizations. 4th ed. Harlow, UK: Prentice
Hall, 2003.

Carr, C. Choice, Chance, and Organizational Change: Practical Insights From
Evolution for Business Leaders and Thinkers. New York, NY: Amacom, 1996.

Carr, D.; K. Hard; and W. Trahant. Managing The Change Process: A Field Book
Jfor Change Agenss, Consultants, Team Leaders, and Reengineering Managers.
New York, NY: McGraw-Hill, 1996.

Carroll, A.B. “The Four Faces of Corporate Citizenship.” Business and Society
Review 100, no. 1 (September 1998), pp. 1-7.

Carroll, A.B. “A History of CSR: Concept and Practices.” In 7he Oxford Handbook
of Corporate Social Responsibility, eds. A. Crane; D. Matten; A. McWilliams;
J. Moon and D. Siegel, 19-45. Oxford, UK: Oxford University Press, 2008.

Carroll, A.B. “Coke and Pepsi in India: Issues, Ethics, and Crisis Management.” In
Business and Society: Ethics and Stakeholder Management, eds. A.K. Buchholtz
and A.B. Carroll, 567-572. Australia: South-Western Cengage Learning,
2012.

Carroll, A.B.; and K.M. Shabana. “The Business Case for Corporate Social
Responsibilities: A Review of Concepts, Research And Practice.” International
Journal of Management Reviews 12, no. 1 (March 2010), pp. 87-105.



REFERENCE 133

Castells, M. Information Technology, Globalization and Social Development
(UNRISD Discussion Paper No. 114.). Geneva: United Nations Research
Institute for Social Development, September 1999.

Cavusgil, S.T;; G. Knight; J. Riesenberger; H.G. Rammal; and S. Freeman.
International Business: The New Realities. Australia: Pearson Education,
2012.

Chan, V;; and R. Evans. Esprit Climbs After Hiring Executive From Zara: Hong
Kong Mover, 2013, Bloomberg BusinessWeek: http://www.businessweek
.com/news/2013-10-29/esprit-hires-ex-zara-executive-rafael-pastor-as-
product-chief, (accessed January 12, 2014).

Chang, S-J.; and P Rosenzweig. “The Choice of Entry Mode in Sequential
Foreign Direct Investment.” Strategic Management Journal 22, no. 8 (August
2001), pp. 747-776.

Chee, K. “Caring for Staff Built up his Success.” Mypaper Business, July 19, 2011,
p. Al8.

Coghlan, D. “A Person-Centred Approach to Dealing With Resistance to Change.”
Leadership ¢ Organization Development Journal 14, no. 4 (December 1993),
pp- 10-14.

Collier, J. “United States Indian Administration as a Laboratory of Ethnic
Relations.” Social Research 12, no. 3 (September 1945), pp. 275-285.

Collier, J.; and Esteban, R. “Corporate Social Responsibility and Employee
Commitment.” Business Ethics: A European Review 16, no. 1 (January 2007),
pp- 19-33.

Colquitt, J.A.; M.J. Wesson; C. Porter; D.E. Conlon; and K.E. Ng. “Justice at the
Millennium: A Meta Analytic Review of 25 Years of Organizational Justice
Research.” Journal of Applied Psychology 86, no. 3 (June 2001), pp. 425-445.

Colville, E.; and D. Millner. “Embedding Performance Management:
Understanding the Enables for Change.” Swrategic HR Review 10, no. 1
(2011), pp. 35-40.

Conner, D. Whats Culture Got to Do With I2, 2011, http://www.connerpartners
.com/frameworks-and-processes/whats-culture-got-to-do-with-it, (accessed
June 18, 2013).

Cooke, R.D. “Deflating Resistance to Change: Or a Quick Guide to
Understanding  Resistance and Moving Forwards.” Human Resource
Management International Digest 17, no. 3 (April 2009), pp. 3—4.

Cooperrider, D.L.; and R. Fry. “Mirror Flourishing and the Positive Psychology
of Sustainability.” Journal of Corporate Citizenship 2012, no. 46 (June 2012),
pp. 3-12.

Cooperrider, D.L.; and S. Srivastva. Appreciative Inquiry In Organizational
Life. In Research in Organizational Change and Development (Vol. 1), eds.
R.W. Woodman and W.A. Pasmore, 129-169. Stamford, CT: JAI Press, 1987.



134 REFERENCE

Cooperrider, D L.;and D. Whitney. A Positive Revolution in Change: Appreciative
Inquiry. In Collaborating For Change Series, eds. P. Holman and T. Devane,
3-28. San Francisco, CA: Berrett-Koehler Communications, 2000.

Cooperrider, D.L.; D. Whitney; and ]J.M. Stavros. Appreciative Inquiry
Handbook: For Leaders of Change. San Francisco, CA: Berrett-Koehler
Publishers, 2008.

Cooperrider, D.; and M. Mcquaid. “The Positive Arc of Systemic Strengths: How
Appreciate Inquiry and Sustainable Designing Can Bring Out the Best in
Human Systems.” Journal of Corporate Citizenship 2012, no. 46 (June 2012),
pp. 71-102.

Corner, A. The Art of Climate Change Communication, March 18, 2013, The
Guardian: http://www.guardian.co.uk/sustainable-business/art-climate-
change-communication, (accessed July 17, 2013).

Corvaldn, FE; T. Kjellstrom; and K.R. Smith. “Health, Environment and
Sustainable Development. Identifying Links and Indicators to Promote
Action.” Epidemiology 10, no. 5 (1999), pp. 656—660.

Crampton, S.M.; and G.W. Hodge. “Generation Y: Unchartered Territory.”
Journal of Business & Economics Research 7, no. 4 (April 2009), pp. 1-6.

Cummings, T.G.; and C.G Worley. Organization Development and Change.
Mason, OH: Thomson/South-Western, 2005.

Cummings, T.G., and C.G. Worley. Organization Development and Change. 9th
ed. Mason, OH: South-Western Cengage Learning, 2009.

Curry, B.K. Instituting Enduring Innovations: Achieving Continuity of Change
in Higher Education. Washington, DC: George Washington University,
1992.

Czinkota, M.R;; I.A. Ronkainen; M.H. Moffett; S.H. Ang; D. Shanker;
A. Ahmadl; and P. Lok. Fundamentals of International Business. 1st Asia-Pacific
ed. Australia: John Wiley & Sons, 2009.

Daily, B.E; and S-C. Huang. “Achieving Sustainability Through Attention to
Human Resource Factors in Environmental Management.” International
Journal of Operations ¢ Production Management 21, no. 12 (November
2001), pp. 1539-1552.

Dawson, 2. Organizational Change: A Processual Approach. London, UK: Paul
Chapman, 1994.

De Matos, J.A.; and S.T. Clegg. “Sustainability and Organizational Change.”
Journal of Change Management 13, no. 4 (2013), pp. 382-386.

del Val, M.P; and C.M. Fuentes. “Resistance to Change: A Literature Review and
Empirical Scudy.” Management Decision 41, no. 2 (March 2003), pp. 148-155.

Delios, A.; and W. Henisz. “Japanese Firms’ Investment Strategies in Emerging
Economies.” Academy of Management Journal 43, no. 3 (June 2000),
pp. 305-323.



REFERENCE 135

Dell. About Dell, 2013, http://www.dell.com/learn/us/en/ uscorpl/about-dell,
(accessed July 25, 2013).

Dent, E.B.; and S.G. Goldberg. “Challenging Resistance to Change.” Journal of
Applied Behavioral Science 35, no. 1 (March 1999), pp. 25-41.

Derue, D.S.; J.D. Nahrgang; N. Wellman; and S.E. Humphrey. “Trait and
Behavioral Theories of Leadership: An Integration and Meta-Analytic Test
of Their Relative Validity.” Personnel Psychology 64, no. 1 (2011), pp. 7-52.

Dettmer, H.W. Changing the Status Quo. Port Angeles, WA: Goal Systems
International, 2009.

Dohmen, T. “Do Professionals Choke Under Pressure?” Jjournal of Economic
Behavior and Organization 65, no. 3 (March 2008), pp. 636-653.

Dolan, S.; A. Belout; and D.B. Balkin. “Downsizing Without Downgrading:
Learning How Firms Manage Their Survivors.” International Journal of
Manpower 21, no. 1 (February 2000), pp. 34-46.

Doppelt, B. A Change-Management Guide for Business, Government and Civil
Sociery. Shefhield, UK: Greenleaf Publishing Ltd, 2010.

Duboi, C.L.Z.;and D.A. Dubois. “Strategic HRM as Social Design for Environmental
Sustainability in Organization.” Human Resource Management 51, no. 6
(December 2012), pp. 799-826.

Dunphy, D.; and D. Stace. “The Strategic Management of Corporate Change.”
Human Relations 46, no. 8 (August 1993), pp. 905-918.

Dunphy, D.; A. Griffifths; and S. Benn. Organizational Change for Corporate
Sustainability: A Guide for Leaders and Change Agents in the Future. 2nd ed.
London, UK and New York, NY: Sage Publications, 2003.

Economic Commission for Africa. Sustainable Development Report on Africa.
Ethiopia: Economic Commission for Africa, 2008.

EcoRecycle Victoria. Toyota, Ford and Australian Automotive Air: Reusable
Transport Packaging. Melbourne, Victoria: EcoRecycle Victoria, n. d.

Eden, S. “Individual Environmental Responsibility and Its Role in Public
Environmentalism.” Environment and Planning A 25, no. 12 (May 1993),
pp- 1743-1758.

Edwards, T.; and C. Ingvarson. Perceptions and Indicators of Sustainability:
A Survey of Victorian Local Government. Melbourne, Victoria: Melbourne
Sustainable Society Institute, 2012.

Efficiency Unit. Serving the Community Through Successful Project Delivery:
A Government Business Case Guide, 21. Hong Kong: The Government of the
Hong Kong Special Administrative Region, 2008.

Eisenstein, PA. Renault-Nissan Alliance to Partner up With Mitsubishi: Team of
the Three May Develop Small Car to Sell Globally, November 5, 2013, The
Detroit Bureau:http://www.thedetroitbureau.com/2013/11/renault-nissan-

alliance-to-partner-up-with-mitsubishi/, (accessed October 20, 2013).



136  REFERENCE

Elkington, J. “Towards a Sustainable Corporation: Win—Win—Win Business
Strategies for Sustainable Development.” California Management Review 36,
no. 2. (January 1994), pp. 90-100.

Ellett, J. Ben Franklins Advice for Marketing Change Agents, 2013, Forbes.com
LLC™:  hetp://www.forbes.com/sites/johnellett/2013/07/02/ben-franklins-
advice-for-marketing-change-agents/, (accessed July 21, 2013).

EPA (Australian Environment Protection Agency). Overview of Best Practice
Environmental Management in Mining. Canberra, Australia: EPA, 1995.
Epstein, M.J.; M. Roy. “Sustainability in Action: Identifying and Measuring the
Key Performance Drivers.” Long Range Planning 34, no. 5 (October 2001),

pp. 585-604.

Erwin, D.G.; and A.N. Garman. “Resistance to Organizational Change: Linking
Research and Practice.” Leadership and Organization Development Journal 31,
no. 1 (2010), pp. 39-56.

Fitzgerald, S.P; C. Oliver; and ].C. Hoxsey. “Appreciative Inquiry as Shadow
Process.” Journal of Management Inquiry 19, no. 3 (September 2010),
pp. 220-233.

Ford, J.D.; and L.W. Ford. “Decoding Resistance to Change.” Harvard Business
Review 87, no. 4 (April 2009), pp. 99-103.

Ford, J.D.; L.W. Ford; and A. D’Amelio. “Resistance to Change: The Rest of the
Story.” Academy of Management Review 33, no. 2 (April 2008), pp. 362-377.

Ford, J.D.; L.W. Ford; and R.T. McNamara. “Resistance and the Background
Conversations of Change.” Journal of Organizational Change Management 15,
no. 2 (February 2002), pp. 105-121.

Forsyth, D.R. Group Dynamics. Belmont, CA: Thomson Wadsworth, 2006.

Fox, W.M. “Sociotechnical System Principles and Guidelines: Past and Present.”
Journal of Applied Behavioral Science 31, no. 1 (March 1995), pp. 91-105.
Frederick, H.H.; D.E Kuratko; R.L. Daft; A. Pirola-Merlot; R.N. Lussier; C.E.
Achua; and A.J. DuBrin. Leadership and Entrepreneurship. 1st ed. South

Melbourne, Australia: Cengage Learning Australia Pty Limited, 2011.

Fredrickson, B.L.; and C. Branigan. “Positive Emotions Broaden the Scope of
Attention and Thought-Action Repertoires.” Cognition ¢ Emotion 19, no. 3
(May 2005), pp. 313-332.

French, W.L. “Organization Development: Objectives, Assumptions, and
Strategies.” California Management Review 12, no. 2 (Winter 1969), pp. 23-24.

Fugate, M.; G.E. Prussia; and A.J. Kinicki. “Managing Employee Withdrawal
During Organisational Change: The Role of Threat Appraisal.” journal of
Management 38, no. 3 (January 2010), pp. 890-914.

Gandolfi, E “Organizational Downsizing: A Review of the Background, its
Development, and Current Status.” 7he Australasian Journal of Business and
Social Inquiry 1, no. 1 (March 2003), pp. 16-29.



REFERENCE 137

Gandolfi, E “How Do Large Australian and Swiss Banks Implement Downsizing?”
Journal of Management & Organization 13, no. 2 (June 2007), pp. 145-159.

Gandolfi, F; and M. Hansson. “Causes and Consequences of Downsizing:
Towards an Integrative Framework.” Journal of Management and Organization
17, no. 4 (July 2011), pp. 498-521.

Garvin, D.A. “Learning in Action.” In Learning in Action: A Guide to Putting the
Learning Organization to Work. Boston, MA: Harvard Business School Press,
2000.

Geller, E.S. “Leadership to Overcome Resistance to Change: It Takes More Than
Consequence Control.” journal of Organizational Behavior Management 22,
no. 3 (April 2002), pp. 29-49.

George C. “Testing for Sustainable Development Through Environmental
Assessment.” Environmental Impact Assessment Review 19, no. 2 (1999),
pp- 175-200.

George, B. America’s Best Leaders: Anne Mulcahy, Xerox CEO, 2008, http://www
.usnews.com/news/ best-leaders/articles/2008/11/19/americas-best-leaders-
anne-mulcahy-xerox-ceo, (accessed July 17, 2013).

Ghosh, K. “Sociotechnical Analysis of Managerial Level Jobs: A Comparative
Study in Indian Organisations.” TMC Academic Journal 4, no. 2 (December
2009), pp. 19-43.

Gimenez, FA.P “The Benefits of a Coherent Strategy for Innovation and
Corporate Change: A Study Applying Miles and Snow’s Model in the Context
of Small Firms.” Creativity and Innovation Management, 9, no. 4 (December
2000), pp. 235-244.

Gladwin T.N; J.J. Kennelly; and T.S. Krause. “Shifting Paradigms for Sustainable
Development: Implications for Management Theory and Research.” Academy
of Management Review 20, no. 4 (October 1995), pp. 874-907.

Goerzen, A.; S Sapp; and A. Delios. “Investor Response to Environmental Risk
in Foreign Direct Investment.” Management International Review 50, no. 6
(December 2010), pp. 683-708.

Gold, A.R.; M. Hirano; and Y. Yokoyama. “An Outsider Takes on Japan.” 7he McKinsey
Quarterly, no. 1 (Winter 2001), pp. 95-105. http://www.mckinseyquarterly
.com/Organization/Change_Management/An_outsider_takes_on_Japan_976,
(accessed April 10, 2012).

Goleman, D. Emotional Intelligence: Why it Can Matter More Than 1Q. New York,
NY: Bantam Books, 1995.

Gotsill, G.; and M. Natchez. “From Resistance to Acceptance: How to Implement
Change Management” 7+D 61, no. 11 (November 2007), pp. 24-27.

Green Peace. Lobbying for Policy Change in Toxic Chemicals, 2012, http:/[www
|.greenpeace.org/eastasia/campaigns/toxics/work/policy-lobbying/, (accessed
July 20, 2013).



138 REFERENCE

Greenwood, R.; and C.R. Hinings. “Understanding Radical Organizational
Change: Bringing Together the Old and the New Institutionalism.” Academy
of Management Review 21, no. 4 (October 1996), pp. 1022-1054.

Grundy, T. Managing Strategic Change. London, UK: Kogan Page, 1993.

Guardian Health and Beauty. Golden Seniors Card Privileges, 2012, http:/fwww.
guardian.com.sg/golden-seniors-membership, (accessed January 17, 2014).

Guimaraes, T.; and C. Armstrong. “Empirically Testing the Impact of Change
Management Effectiveness on Company Performance.” European Journal of
Innovation Management 1, no. 2 (1998), pp. 74-84.

Gunningham, N.; R.A. Kagan; and D. Thortorn. Social Licence and Environmental
Protection: Why Businesses Go Beyond Compliance. London, UK: Centre for
Analysis of Risk and Regulation, London School of Economics and Political
Science, 2002.

Ha, H. “Corporate Social Responsibility and Environmental Protection in the
Banking Sector.” In Management and Environmental Protection, ed. C. Barbu,
160-179. Oeconomica Collection of ASERS (Association for Sustainable
Education, Research and Science) Publishing, 2012a.

Ha, H. “Corporate Social Responsibility Practice in the Banking Sector in
Singapore.” In Board of Directors and Corporate Social Responsibility, eds.
S. Boubaker; B.D. Nguyen; and D.K. Nguyen, 233-254. London, UK:
Palgrave Macmillan, 2012b.

Hall, R.-H. Organizations: Structures, Processes and Outcomes. Upper Saddle River,
NJ: Prentice Hall, 2002.

Hanson, D.; M.A. Hitz R.D. Ireland; and R.E. Hoskisson. “Strategic
Management: Competitiveness and Globalization.” In Pacific Rim. 4th ed.
Melbourne, Victoria, Australia: Cengage Learning Australia, 2011.

Harayama, Y.; and Y. Nitta. “Introduction: Transforming Innovation to Address
Social Challenges.” In Fostering Innovation to Address Social Challenges.
Workshop Proceedings, ed. OECD, 11-17. Paris: OECD, 2011.

Harcourt, W. “The Millennium Development Goals: A Missed Opportunity?”
Development 48, no. 1 (March 2005), pp. 1-4.

Hatzios, M.K. “Effective Models for Measuring Students’ Attitudes Toward the
Marketing Education Program.” Journal of Vocational and Technical Education
13, no. 1 (Fall 1996). (online).

Hawkes, ]. 7he Fourth Pillar of Sustainability: Cultures Essential Role in
Public Planning: Summary, 2006, htep://www.culturaldevelopment.net.
au/community/Downloads/HawkesJon%282001%29TheFourth
PillarOfSustainability.pdf, (accessed June 21, 20006).

Henisz, W. “The Institutional Environment for Economic Growth.” Economics
and Politics 12, no. 1 (March 2000), pp. 1-31.



REFERENCE 139

Henisz, W. “The Institutional Environment for Multinational Investment.”
The Journal of Law, Economics, & Organization 16, no. 2 (October 2000),
pp- 334-3064.

Heracleous, L.; J. Wirtz; and N. Pangarkar. Flying High in a Competitive Industry:
Cost-Effective Service Excellence at Singapore Airlines. Singapore: McGraw Hill
Education (Asia), 2005.

Hercleuous, L. “An Ethnographic Study of Culture in the Context of
Organizational Change.” Journal of Applied Behavioral Science 37, no. 4
(December 2001), pp. 426—446.

Herold, D.M.; D.B. Fedor; S. Caldwell; and Y. Liu. “The Effects of
Transformational and Change Leadership on Employees’ Commitment to a
Change: A Multilevel Study.” Journal of Applied Psychology 93, no. 2 (March
2008), pp. 346-357.

Hewett, E. “Transition: Not Just Another Word for Change.” Filed Note 17, no. 4
(2008), pp. 1 and 6.

Hiatt, J. The Definition and History of Change Management, 1996-2012, http://
www.change-management.com/tutorial-definition-history.htm, (accessed
November 5, 2012).

Hill, C. International Business: Competing in the Global Marketplace. 6th ed.
New York, NY: McGraw-Hill Irwin, 2007.

Hinkin, T.R.; and J.B. Tracey. “The Relevance of Charisma for Transformational
Leadership in Stable Organizations.” Jjournal of Organizational Change
Management 12, no. 2 (1999), pp. 105-119.

Hite, M.A;; R.D. Ireland; and R.E. Hoskisson. Strategic Management: Concepts:
Competitiveness and Globalization. Melbourne, Victoria, Australia: Cengage
Learning, 2012.

Holloway, S. Airlines: Managing to Make Money. Franham, United Kingdom:
Ashgate, 2002.

Holt, D.T.; A.A. Armenakis; H.S. Field; and S.G. Harris. “Readiness for
Organizational Change: The Systematic Development of a Scale.” Journal of
Applied Behavioural Science 43, no. 2 (June 2007), pp. 232-255.

Holtz, B.C. Trust Primacy: A Model of the Reciprocal Relations Between Trust
and Perceived Justice?” Journal of Management 39, no. 7 (November 2013),
pp- 1891-1923.

Hoskisson, E.R.; M.A. Hitt; and R.D. Ireland. Competing for Advantage. Sydney,
Australia: Thomson-South-Western, 2008.

Hoyle, J.R. Leadership Styles. In Encyclopedia of Educational Leadership and
Administration. Thousand Oaks, CA: Sage, 2012. (Hoyle, J.R. [2006,
January 30], 595-598, Sage Reference Online).

Huang, X.; J. Iun; A Liu; and Y. Gong. “Does Participative Leadership Enhance
Work Performance by Inducing Empowerment or Trust? The Differential



140  REFERENCE

Effects on Managerial and Non-Managerial Subordinates.” Jjournal of
Organizational Behaviour 31, (January 2010), pp. 122-143.

Huszagh, S.M. “Reducing Legal Risks to Marketing in Multiple Country
Operations.” Columbia Journal of World Business 24, no. 3 (2001), pp. 50-59.

Ichniowski, C.; T. Kochan; D. Levine; C. Olson and G. Strauss. “What Works at
Work.” Industrial Relations 35, no. 3 (1996), pp. 299-333.

Jick, T.D. “Vision is 10%, Implementation the Rest.” Business Strategy Review 12,
no. 4 (2001), pp. 36-38.

Jick, T.D. Managing Change: Cases and Concepts. 2nd ed. New York, NY: Irwin
Publishing, 2003.

Jenkins, M. Across the Enterprise Boeing is Attacking Waste and Streamlining
Process. The Goal? Cost Competitiveness, 2002, http://www.boeing.com/news/
frontiers/archive/2002/august/cover.html, (accessed November 5, 2012).

Jets De Vries, M.; L. Guillen; and K. Korotov. “Organizational Culture,
Leadership, Change and Stress.” /n Work and Health Psychology Handbook
(Vol. 317). 3rd ed. C. Cooper; J. Quck; and M. Schabrag, 1513-1516.
London, UK: Wiley/Blackwell, 2009.

Johnson, G.; K. Scholes; and R. Whittington. Exploring Corporate Strategy:
Text and Cases. 8th ed. London, UK: Prentice-Hall, Pearson Education,
2008.

June, K. “Leadership and Change Management: Navigating the Turbulent.”
Frontier, (2000), pp. 4-9.

Kaiser, J.R.; and PR. Kaiser. “Persuasive Messages to Support Planned Change.”
College and University 69, no. 2 (Summer 1994), pp. 124-129.

Kalyal, H.J.; and M. Sverke. “The Role of Trust in Decision Makers As a
Moderator in the Relationship Between Qualitative Job Insecurity and
Affective Commitment to change.” Pakistan Journal of Psychology Research 25,
no. 1 (Summer 2010), pp. 65-78.

Kamdar, D.; and L. Van Dyne. “The Joint Effects of Personality and Workplace
Social Exchange Relationships in Predicting Task Performance and
Citizenship Performance.” Journal of Applied Psychology 92, no. 5 (September
2007), pp. 1286-1298.

Kanter, R M.; B.A. Stein; and T.D. Jick. 7he Challenge of Organizational Change.
New York, NY: The Free Press, 1992.

Kardos, M. “The Relationship Between Entrepreneurship, Innovation and
Sustainable Development. Research on European Union Countries.” Procedia
Economics and Finance 3, (January 2012), pp. 1030-1035.

Karl, E.W.; and R.E. Quinn. “Organizational Change and Development.” Annual
Review of Psychology 50, no 1 (February 1999), pp. 361-386.

Karpoff, M.J.; Jr. Lott; and G. Rankine. “Environmental Violations, Legal
Penalties, and Reputation Costs.” In Chicago Working Papers in Law and



REFERENCE 141

Economics (Second Series). Chicago, IL: The Law School, the University of
Chicago, 1998.

Kates, R.W.; T.M. Parris; and A.A. Leiserowitz. “What is Sustainable
Development? Goals, Indicators, Values, and Practice.” Environment: Science
and Policy for Sustainable Development 47, no. 3 (November 2005), pp. 8-21.

Kell, D.; and T.L. Amburgey. “Organizational Inertia and Momentum:
A Dynamic Model of Strategic Change.” Academy of Management Journal 34,
no. 3 (September 1991), pp. 591-612.

Kezar, A.]. Understanding and Facilitating Organizational Change in the 21st
Century: Recent Research and Conceprualizations. ASHE-ERIC Higher Education
Report (Vol. 28, No. 4). New York, NY: John Wiley & Sons, Inc., 2001.

Kezar, AJ.; and P Eckel. “The Effect of Institutional Culture on Change
Strategies in Higher Education: Universal Principles or Culturally Responsive
Concepts?” The Journal of Higher Education 73, no. 4 (July—August 2002),
pp- 435-460.

Kim, C.; and R. Mauborgne. “Blue Ocean Strategy.” Harvard Business Review 82,
no. 10 (2005), pp. 76-84.

Kim, C.; and R. Mauborgne. “Blue Ocean Strategy: From Theory to Practice.”
California Management Review 47, no. 3 (Spring 2005), pp. 105-121.

Kim, C.; and R. Mauborgne. “How Strategy Shapes Structure.” Harvard Business
Review, (September 2009), pp. 1-10.

Kimberley, N.; and C. Hartel. “Chapter 10 Building a Climate of Trust During
Organizational Change: The Mediating Role of Justice Perceptions and
Emotions.” In Functionality, Intentionality and Morality (Research on Emotion
in Organizations) (Vol. 3), 237-264. Bingley, West Yorkshire, United
Kingdom: Emerald Group Publishing, 2007.

Kollmuss, A.; and ]J. Agyeman. “Mind the Gap: Why do People Act
Environmentally and What Are the Barriers to Pro-Environmental Behavior?”
Environmental Education Research 8, no. 3 (2002), pp. 239-260.

Kotter, J.P. “Leading Change: Why Transformation Efforts Fail.” Harvard Business
Review 73, no. 2 (March—April 1995), pp. 59-67.

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

Kotter, J.P; and D.S. Cohen. 7he Heart of Change. Boston, MA: Harvard
Business School Press, 2002, Library of congress cataloging-in-publication data.
(accessed February 1, 2011).

Kuhnert, K.W,; and P. Lewis. “Transactional and Transformational Leadership:
A Constructive/Development Analysis.” Academy of Management Review 12,
no. 4 (October 1987), pp. 648-657.

Kuyea, O.L.; and A.A. Sulaimonb. “Employee Involvement in Decision Making
and Firms Performance in the Manufacturing Sector in Nigeria.” Serbian
Journal of Management 6, no. 1 (2011), pp. 1-15.



142 REFERENCE

Lambrechts, E]J.; R. Bouwen; S. Grieten; J.P. Huybrechts; and E.G. Schein. “Learning
to Help Through Humble Inquiry and Implications for Management Research,
Practice, and Education: An Interview With Edgar H. Schein.” Academy of
Management Learning & Education 10, no. 1 (March 2011), pp. 131-147.

Langley, A;; C. Smallman; H. Tsoukas; and A. Van De Ven. “Process Studies of
Change in Organisation and Management: Unveiling Temporality, Activity,
and Flow.” Academy of Management Journal 56, no. 1 (February 2013),
pp. 1-13.

Latta, G.E “A Process Model of Organizational Change in Cultural Context (OC3
Model): The Impact of Organizational Culture on Leading Change.” Journal
of Leadership ¢ Organizational Studies 16, no. 1 (August 2009), pp. 19-37.

Lauritzen, S. Leadership Examples You Can Learn From, (n.d.), htep://www
.thepersonaldevelopmentguy.com/leadership-examples.html, (accessed
October 20, 2012).

Lee, M.; and ]. Koh. “Is Empowerment Really a New Concept?” International
Journal of Human Resource Management 12, no. 4 (June 2001), pp. 684-695.

Leiserowitz, A.A.; R.W. Kates; and T.M. Parris. Sustainability Values, Attitudes,
and Behaviors: A Review of Multi-National and Global Trends (CID
Working Paper No. 113). Cambridge, MA: Science, Environment and
Development Group, Centre for International Development, Harvard
University, 2004.

Leiserowitz, A.A.; R.W. Kates; and T.M. Parris. “Sustainability Values, Attitudes,
and Behaviors: A Review of Multinational and Global Trends.” Annual Review
of Environment and Resources 31, (November 2006), pp. 413—444.

Lele, S.; and T. Jayaraman. Equity in the Context of Sustainable Development. Note
for UN-GSP (Version 2.0). India: Ashoka Trust for Research in Ecology and
the Environment (ATREE) and Tata Institute of Social Sciences, 2011.

Levy, A.; and U. Merry. Organizational Transformation: Approaches, Strategies,
Theories. New York, NY: Praeger, 1986.

Lewin, K. Field Theory in Social Science. New York, NY: Harper & Row, 1951.

Lindgreen, A.; and E Wynstra. “Value in Business Markets: What Do We Know
Where Are We Going?” Industrial Marketing Management 34, no. 7 (October
2005), pp. 732-748.

Lippert, J.; K. Inoue; and L. Frost. Ghosn Overruling Electric Engineers Makes Lutz
See Losing Bet, January 6, 2010, Bloomberg LP: http://www.bloomberg.com/
apps/news?pid=newsarchive&sid=aJEVrzt2t.80, (accessed January 20, 2014).

Lippitt, R.; J. Watson; and B. Westley. 7he Dynamics of Planned Change.
New York, NY: Harcourt, Brace and World, 1958.

Liu, J.; T. Dietz; S.R. Carpenter; M. Alberti; C. Folke; E. Moran; A.N. Pell;
P. Deadman; W.W. Taylor. “Complexity of Coupled Human and Natural
Systems.” Science 317, no. 5844 (September 2007), pp. 1513-1516.



REFERENCE 143

Liu, L. “Sustainability: Living Within One’s Own Ecological Means.”
Sustainability 1, no. 4 (December 2009), pp. 1412-1430.

London, T; and S.L. Hart. “Reinventing Strategies for Emerging Markets:
Beyond the Transnational Model.” Journal of International Business Studies
35, no. 5 (2004), pp. 350-370.

Love, PE.D.; A. Gunasekaran; and H. Li. “Improving the Competitiveness of
Manufacturing Companies by Continuous Incremental Change.” 7he TQM
Magazine 10, no. 3 (June 1998), pp. 177-185.

Lowe, PD. “Amenity and Equity: A Review of Local Environmental Pressure
Groups in Britain.” Environment and Planning A 9, no. 1 (1977), pp. 35-58.

Lu, Y-H.; C-E Tsai; and D.C. Yen. “Discovering Important Factors of Intangible
Firm Value by Association Rules.” 7he International Journal of Digital
Accounting Research 10, no. 1 (May 2010), pp. 55-85.

Luecke, R. Managing Change and Transition. Boston, MA: Harvard Business
School Press, 2003.

Magloft, L. Examples of Transformational Change, 2012, http://smallbusiness
.chron.com/examples-transformational-change-18261.html, (accessed
March 12, 2012).

Mahanta, V;; and P. Sangani. Resist the Short Term Decisions That Damage the Long
Term: Paul Polman, CEO, Unilever, November 8, 2013, The Economist Times:
http://articles.economictimes.indiatimes.com/2013-11-08/news/4377 7346_1_
paul-polman-purpose-driven-growth-long-term, (accessed January 20, 2014).

Maio, G.R;; J.M. Olson; M.M. Bernard; and M.A. Luke. “Ideologies, Values,
Attitudes, and Behavior.” In Handbook of Social Psychology, eds. J. Delamater,
283-308. New York, NY: Kluwer Acad./Plenum, 2003.

Makino, S.; and K. Neupert. National Culture, Transaction Costs, and the
Choice Between Joint Venture and Wholly Owned Subsidiary.” journal of
International Business Studies 31, no. 4 (December 2000), pp. 705-713.

Manring, S. “How Do You Create Lasting Organizational Change? You Must
First Slay Grendel's Mother.” In Research in Organizational Change and
Development (Vol. 14), 195-224. Emerald Group Publishing Limited, 2003.

Marketing Interactive Com. [TE and Singapore Prison Service Listed as Best
Employers, 2011, http://www.marketing-interactive.com/news/26108, (acce-
ssed April 16, 2012).

Menipaz, E.; and A. Menipaz. International Business (Table 1.6, p. 31). London,
UK: Sage Publications Ltd, 2011.

Michelman, P “Overcoming Resistance to Change.” Harvard Management
Update 12, no. 7 (2007), pp. 34.

Miles, R.E.; C.C. Snow; A.D. Meyer; and H.]. Coleman Jr. “Organizational
Strategy, Structure, and Process.” 7he Academy of Management Review 3, no. 3
(July 1978), pp. 546-562.



144  REFERENCE

Miller, M.G.; S.P. Fitzgerald; K.L. Murrell; J. Preston; and R. Ambekar.
“Appreciative Inquiry in Building a Transcultural Strategic Alliance.” journal
of Applied Behavioral Science 41, no. 1 (March 2005), pp. 91-110.

Mintzberg, H.Q.; J.B. Quinn; and S. Ghoshal. 7he Strategy Process. Hemel
Hempstead, UK: Prentice- Hall, 1998.

Mitchell, T.R. “Motivation and Participation: An Integration.” Academy of
Management Journal 16, no. 4 (December 1973), pp. 670-679.

Modarres, M. “Reorganization: Contingent Effects of Changes in the CEO and
Structural Complexity.” Academy of Strategic Management Journal 9, no. 1
(January 2010), pp. 95-109.

Modarres, M.; and K.L. Fowler. “Interactive Effects of Industry Conditions
and Organizational Size on Implementation of Strategic Change.” Business
Journal 20, no. 1-2 (2005), pp. 42-47.

Mogollon, R.; G. Carrion; J. Navarro; and A. Millan. “The Role of Cultural
Barriers in the Relationship Between Open-Mindedness and Organizational
Innovation.” journal of Organizational Change Management 23, no. 4 (July
2010), pp. 360-376.

Morgan, G. Images of Organization. Newbury Park, CA: Sage, 1986.

Morgan, G. Imagination. San Francisco, CA: Berrett-Koehler, 1997.

Morrell, D.L.; and Jr.W.I. MacKenzie. “The Five-Factor Model as it Defines
Personalized Versus Socialized Charismatic Leaders.” Leadership and
Organizational Management Journal 2011, no. 2 (June 2011), pp. 18-30.

Morris, L. “Three Dimensions of Innovation.” International Management Review
9, no. 2 (April 2013), pp. 5-10.

Morrison, E.W.; and E]J. Milliken. “Organizational Silence: A Barrier to Change
and Development in a Pluralistic World.” Academy of Management Review 25,
no. 4 (October 2000), pp. 706-725.

Mozenter, J. Emerging Trends in Organizational Development. Allston, MA:
A Massachusetts Bay OD Learning Group Event, 1999.

Mujtaba, B.G., and S. Shuaib. “An Equitable Total Rewards Approach to Pay For
Performance Management.” Journal of Management Policy and Practice 11,
no. 4 (2010), pp. 111-121.

Murphy, K. “The Social Pillar of Sustainable Development: A Literature Review
and Framework For Policy Analysis.” Sustainability: Science, Practice, and
Policy 8, no. 1 (Winter 2012), pp. 15-29.

My Paper. “Volvo Embraces Linsanity.” My Paper, Motoring, March 21, 2012a,
p. All.

My Paper. “Toshiba stops making TV sets in Japan.” My Paper, Business, May 18,
2012b, p. A24.

Myers, Jr, L.A. “One Hundred Years Later: What Would Frederick W. Taylor
Say?” International Journal of Business and Social Science 2, no. 20 (November
2011), pp. 8-11.



REFERENCE 145

Nelson, L. “A Case Study in Organizational Change: Implications For Theory.”
The Learning Organization 10, no. 1 (2003), pp. 18-30.

Nestlé Ltd. 7he Nestlé Policy on Environmental Sustainability. Vevey, Switzerland:
Nestlé Ltd, 2013.

Newhouse, D.R.; and I.D. Chapman. “Organizational Transformation: A Case
Study of Two Aboriginal Organizations.” Human Relations 49, no. 7 (1996),
pp. 995-1011.

Nokia. 7he Nokia Story, 2013, http://www.nokia.com/global/about-nokia/about-
us/the-nokia-story/, (accessed July 20, 2013).

Norcliffe, G. “Popeism and Fordism: Examining the Roots of Mass Production.”
Regional Studies 31, no. 3 (1997), pp. 267-280.

Norris, E.; and H. Porter. “The Changing Face of Leadership: Making an
Impression in the Technically Mediated Landscape.” Journal of Leadership
Studies 4, no. 4 (Winter 2011), pp. 69-71.

Northouse, RG. Leadership: Theory and Practice. 3rd ed. London, UK: Sage
Publications Ltd, 2004.

O’Reilly, C.A.; and J.A. Chatman. “Culture as Social Control: Corporations, Cults,
and Commitment.” In Research in Organizational Behaviour (Vol.18), eds.
B.M. Staw; and L.L. Cummings, 157-200. Greenwich, CT: JAI Press, 1996.

OECD and Eurostat. Oslo Manual Guidelines For Collecting and Interpreting
Innovation Data. 3rd ed. Paris: Organisation for Economic Co-operation and
Development, Statistical Office of the European Communities, 2005.

Ogbonna, E.; and L.C. Harris. “Innovative Organizational Structures and
Performance: A Case Study of Structural Transformation to Groovy
Community Centres.” Journal of Organizational Change Management 16,
no. 5 (September 2003), pp. 512-533.

Oreg, S. “Resistance to Change: Developing an Individual Differences Measure.”
Journal of Applied Psychology 88, no. 4 (August 2003), pp. 680—693.

Oreg, S. “Personality, Context, and Resistance to Organizational Change.”
European Journal of Work and Organizational Psychology 15, no. 1 (March
2006), pp. 73-101.

Oreskovic, A. Yahoo Taps PayPal Exec For New Commerce Group, April 16, 2012,
Thomson Reuters: htep://www.reuters.com/article/2012/04/16/us-yahoo-
idUSBRE83F1BA20120416, (accesed June 16, 2013).

Osman-Gani, A.M.; and R.L. Jacobs. “Institutionalization of Organizational
Change: A Study of HRD Interventions in Singaporean, US, Japanese, and
German Companies.” Paper presented at the Academy of Human Resource
Development International Conference, Austin, TX, March 3-7, 2004,
pp. 482—489 (Symp. 23-3).

Pagon, M.; E. Bautai; and U. Bizjak. Leadership Competencies For Successful
Change Management: A Preliminary Study Report. Slovenia: University of
Maribor, 2008.



146  REFERENCE

Panasonic Singapore. Products, 2013, http://www.panasonic.com.sg/wps/portal/
home/products/healthandbeauty, (accessed July 20, 2013).

Parish, J.; S. Cadwallader; and P. Busch. “Want to Need to, Ought to: Employee
Commitment to Organizational Change.” Journal of Organizational Change
Management 21, no. 1 (February 2008), pp. 32-52.

Paton, R.; and J. McCalman. Change Management: A Guide to Effective
Implementation. 3rd ed. London, UK: Sage Publications, 2008.

Pattberg, P. “Public-Private Partnerships in Global Climate Governance.” Wiley
Interdisciplinary Review: Climate Change 1, no. 2 (March—April 2010),
pp- 279-287.

Paulsen, N.; V.J. Callan; and O. Ayoko. “Transformational Leadership and
Innovation in an R&D Organization Experiencing Major Change.” Journal
of Organizational Change Management 26, no. 3 (2013), pp. 595-610.

Peng, M.W. “Institutional Transitions and Strategic Choices.” Academy of
Management Review 28, no. 2 (April 2003), pp. 275-296.

Peng, M.W.; D.YL. Wang; and Y. Jiang. “An Institution-Based View of
International Business Strategy: a Focus on Emerging Economies.” Journal of
International Business Studies 39, no. 5 (July 2008), pp. 920-936.

Penny, S.H. “Voices of the Future: Leadership for the 21st Century.” journal of
Leadership Studies 5, no. 3 (Autumn 2011), pp. 55-62.

People Matter. Engage. Geneva: World Business Council for Sustainable
Development, 2010.

Pettigrew, A.; S. Massini; and T. Numagami. “Innovative Forms of Organizing
in Europe and Japan.” European Management Journal 18, no. 3 (2000),
pp- 259-273.

Pictersen, W. “The Mark Twain dilemma: The Theory and Practice of Change
Leadership.” Journal of Business Strategy 23, no. 5 (September—October
2002), pp. 32-37.

Poon, C.H. “Bosses ‘Must Respect Staff’s Personal Time'.” The Straits Times,
Home, October 13, 2012, p. B22.

Popper, M. “Narcicism and Attachment Patterns of Personalized and Socialized
Charismatic Leaders.” Journal of Social and Personal Relationships 19, no. 6
(December 2002), pp. 797-809.

Porter, M.E. “How Competitive Forces Shape Strategy.” Harvard Business Review
57, no. 2 (March—April 1979), pp. 137-145.

Porter, M.E. “What is strategy?”” Harvard Business Review, (November—December
1996), pp. 61-78.

Pryor, M.G.; S. Taneja; J. Humphreys; D. Anderson; and L. Singleton.
“Challenges Facing Change Management Theories and Research.” Delhi
Business Review X 9, no. 1 (January—June 2008), pp. 1-20.



REFERENCE 147

Quinn, R.E.; and G.M. Spreitzer. “The Road to Empowerment: Seven Questions
Every Leader Should Consider.” Organizational Dynamics 26, no. 2 (Autumn
1997), pp. 37-49.

Radulescu, V. “Strategic Marketing Planning Audit.” International Journal of
Academic Research in Business and Social Sciences 2, no. 11 (November 2012),
pp- 359-367.

Rafferty, A.E.; and M.A. Griffin. “Dimensions of Transformational Leadership:
Conceptual and Empirical Extensions.” Zhe Leadership Quarterly 15, no. 3
(June 2004), pp. 329-354.

Ramus, C.; and U. Steger. “The Roles of Supervisory Support Behaviours and
Environmental Policy in Employee Eco-Initiatives at Leading Edge European
Companies.” Academy of Management Journal 43, no. 4 (August 2000), pp.
605-626.

Reuer, J. “From Hybrids to Hierarchies: Shareholder Wealth Effects of Joint
Venture Partner Buyouts.” Strategic Management Journal 22, no. 1 (January
2001), pp. 27-44.

Reuters. “Esprit Shares Plunge on News of CEO’s Resignation.” My Paper,
Business, June 14,2012, p. A20.

Reuters. HSBC CEO Threatens to Quit in Chairman Spat: Report, 2010, htep://
www.reuters.com/article/2010/09/22/us-hsbc-idUSTREG68L181.20100922,
(accessed July 16, 2013).

Rieley, J.B.; and 1. Clarkson. “The Impact of Change on Performance.” Journal of
Change Management 2, no. 2 (2001), pp. 160-172.

Robbins, S.; T. Judge; B. Millett; and M. Boyle. Organizational Behavior. 6th ed.
Frenchs Forest, NSW, Australia: Pearson Australia Group, 2011.

Roberts, B.; J.J. Jackson; A.L. Duckworth; and K.V. Culin. “Personality
Measurement and Assessment in Large Panel Surveys.” Forum for Health
Economics & Policy 14, no. 3 (April 2011), pp. 1-32.

Rogerson, R.; R. Bellingham; and Y. Shevtsova. Changing Behaviour and
Attitudes to Sustainability: A Report for the Department of Enterprise, Trade
and Investment, (n.d.), htep://www.detini.gov.uk/changing behaviour_and_
attitudes_to_sustainability__a_report_for_the_department_of_enterprise__
trade_and_investment.pdf, (accessed January 23, 2014).

Roggema, R.; T. Vermeend; and A. van den Dobbelsteen. “Incremental
Change, Transition or Transformation? Optimizing Change Pathways for
Climate Adaptation in Spatial Planning.” Sustainability 2012, no. 4 (2012),
pp- 2525-2549.

Romanelli, E.; and M.L. Tushman. “Organizational Transformation as Punctuated
Equilibrium: An Empirical Test.” Academy of Management Journal 37, no. 5
(October 1994), pp. 1141-1166.



148 REFERENCE

Rothaermel, E  Strategic Management: Concepts and Cases.  Singapore:
McGraw-Hill/Irwin (Asia), 2013.

Rumelt, R.P. “Diversification Strategy and Profitability.” Strategic Management
Journal 3, no. 4 (October—December 1982), pp. 359-369.

Ryerson University. Change Management Leadership Guide. Toronto, Ontario,
Canada: Ryerson University, 2011.

SBS. Factbox: Carbon Taxes Around the World, 2012, http://www.sbs.com.au/
news/article/1492651/Factbox-Carbon-taxes-around-the-world,  (accessed
July 18, 2013).

Schein, E. Organizational Culture and Leadership: A Dynamic View. San Francisco,
CA: Jossey-Bass, 1985.

Schein, E.H. “Organizational Culture.” American Psychologist 45, no. 2 (February
1990), pp. 109-119.

Schein, E.H. Kurt “Lewin’s Change Theory in the Field and in the Classroom:
Notes Toward a Model of Managed Learning.” In Systems Practice
(Working Paper 3821), ed. S. Wheelan, 1995, http://dspace.mit.edu/
bitstream/1721.1/2576/1/SWP-3821-32871445.pdf, (accessed January 23,
2014).

Schein, E.H. “Three Cultures of Management: The Key to Organizational Learning
in the 21st Century,” MIT Sloan Management Review, October 1996.

Schein, E.H. “Models and Tools For Stability and Change in Human Systems.”
Reflections 4, no. 2 (December 2002), pp. 34—46.

Schein, E.H. “From Brainwashing to Organizational Therapy: A Conceptual and
Empirical Journey in Search of ‘Systemic’ Health and a General Model of
Change Dynamics.A Drama in Five Acts.” Organization Studies 27, no. 2
(February 2006), pp. 287-301.

Schmader, T.; M. Johns; and C. Forbes. “An Integrated Process Model of
Stereotype Threat Effects on Performance.” Psychological Review 115, no. 2
(April 2008), pp. 336-356.

Schmitz, G.; and O. Becker. “Why Communication is Key to Successful Change
Management.” Performance 4, no. 3 (1991), pp. 64-69.

Seelos, C.; and J. Mair. “Profitable Business Models and Market Creation in
the Context of Deep Poverty: A Strategic View.” Academy of Management
Perspectives 21, no. 4 (November 2007), pp. 49-63.

Senge, P; B. Lichtenstein; K. Kaeufer; H. Bradbury; and J. Carroll. “Collaborating
for Systemic Change.” MIT Sloan Management Review 48, no. 2 (Winter
2007), pp. 44-53.

Senior, B. Organisational Change. 2nd ed. London, UK: Prentice Hall, 2002.

Servaes, H.; and A. Tamayo. “The Impact of Corporate Social Responsibility on
Firm Value: The Role of Customer Awareness.” Management Science 59, no. 5
(2013), pp. 1045-1061.



REFERENCE 149

Shenkar, O.; and Y. Luo. International Business. Hoboken, NJ: John Wiley &
Sons, Inc, 2004.

Shirey, M.R. “Lewin’s Theory of Planned Change as a Strategic Resource.” Journal
of Nursing Administration 43, no. 2 (February 2013), pp. 69-72.

Shrivastava, P. “The Role of Corporations in Achieving Ecological Sustainability.”
Academy of Management Review 20, no. 4 (October 1995), pp. 936-960.

Sinek, S. How Great Leaders Inspire Action—The Golden Circle, 2010, htep://life-
engineering.com/1757/how-great-leaders-inspire-action-the-golden-circle/,
(accessed January 15, 2014).

Singapore Airlines. Abour Singapore Airlines, 2013, http://www.singaporeair.com/
en_UK/about-us/, (accessed June 4, 2013).

SingTel. Environment, (n.d.), http://info.singtel.com/about-us/sustainability/
environment, (accessed July 1, 2013).

Skinner, D. “Primary and Secondary Barriers to the Evaluation of Change
Evidence From Two Public Sector Organizations.” Evaluation 10, no. 2 (April
2004), pp. 135-154.

Smith, K.G.; J.P Guthrie; and M.-J. Chen. “Miles and Snow’s Typology of
Strategy, Organisational Size and Organisational Performance.” Academy of
Management Proceedings, (August 1986), pp. 45-49.

Snow, C.C. “Twenty-First Century Organizations: Implications For a New
Marketing Paradigm.” Journal of the Academy of Marketing Sciences 25, no. 1
(Winter 1997), pp. 72-74.

Sobo, E.J.; and B.L. Sadler. “Improving Organizational Communication and
Cohesion in a Healthcare Setting Through Employee-Leadership Exchange.”
Human Organization 61, no. 3 (2002), pp. 277-287.

Stanley, D.J; J.2 Meyerl; and L. Topolnytsky. “Employee Cynicism and
Resistance to Organizational Change.” Journal of Business ¢ Psychology 19,
no. 4 (Summer 2005), pp. 429-459.

Stebbins, M.W.; A.B. Shani; W. Moon; and D. Bowles. “Business Process
Reengineering at Blue Shield California: The Integration of Multiple Change
Initiatives.” Journal of Organizational Change Management 11, no. 3 (May
1998), pp. 216-232.

Stern, P.C. “Toward a Coherent Theory of Environmentally Significant Behavior.”
Journal of Social Issues 56, no. 3 (Fall 2000), pp. 407—424.

Steurer, R.; ML.E. Langer; A. Konrad; and A. Martinuzzi. “Corporations,
Stakeholders and Sustainable Development I: A Theoretical Exploration of
Business—Society Relations.” Journal of Business Ethics 61, no. 3 (October
2005), pp. 263-281.

Steven, H.; S.H. Appelbaum; J.-L. Malo; and H. Shafiq. “Back to the Future:
Revisiting Kotter’s 1996 Change Model.” Journal of Management Development
31, no. 8 (August 2012), pp. 764-782.



150  REFERENCE

Stogdill, R.M. “Personal Factors Associated With Leadership: A Survey of the
Literature.” Journal of Psychology 25, no. 1 (January 1948), pp. 35-71.

Stogdill, R-M. Handbook of leadership: A Survey of Theory and Research. New York,
NY: The Free Press, 1974.

Stoker, J.I.; M. Van der Velde; and J. Lammers. “Factors Relating to Managerial
Stereotypes: The Role of Gender of the Employee and the Manager and
Management Gender Ratio.” Journal of Business and Psychology 27, no. 1
(March 2012), pp. 31-42.

Storey, J. “The People-Management Dimension in Current Programs of
Organizational Change.” Employee Relations 10, no. 6 (1988), pp. 17-25.
Stross, R. “American Supermarkets Resist Switch to Digital Price Tags,” ZToday

(The New York Times International Weekly section), March 21, 2013, p. 10.

Sun, S. “Organizational Culture and its Themes.” Journal of Business and
Management 3, no. 12 (December 2008), pp. 137-141.

Tabuchi, H. Sony, Hitachi, and Toshiba to Merge LCD Units, 2011, http://dealbook
.nytimes.com/ 2011/ 08/31/hitachi-sony-toshiba-to-merge-lcd-units/#h(],
(accessed October 14, 2011).

Takahashi, Y. “Soccer Success Eludes Japan’s Leadership Guru.” 7he Wall
Street Journal, Japan Real Time, October 23, 2012, htep://blogs.wsj.com/
japanrealtime/2012/10/23/soccer-success-eludes-japans-leadership-guru/,
(accessed January 20, 2014).

Tan, B. Gen Y Talent: How to Attract and Retain the Young and the Restless, 2012,
http://www.abc.net.au/technology/articles/2012/10/31/3622574.htm,
(accessed November 5, 2012).

Tay, S.C. “Firms Giving Staff Time Off To Do Good.” 7he Straits Times, Home,
March 17, 2012, p. B2.

Taylor, P; and J. Hirst. “Facilitating Effective Change and Continuous
Improvement: The Mortgage Express Way.” Journal of Change Management
2, no. 1 (2001), pp. 67-71.

Teece, D.J. “Business Models, Business Strategy, and Innovation.” Long Range
Planning 43, (2010), pp. 172-194.

Tetenbaum, T.; and H. Laurence. “Leading in the Chaos of the 21st Century.”
Journal of Leadership Studies 4, no. 4 (Winter 2011), pp. 41-49.

‘The Ship Restaurant & Bar. Current Promotion, 2012, http://www.theship.com
.sg/current-promotions.html, (accessed January 17, 2014).

The Straits Times. “Apple to Improve Factory Conditions.” 7he Straits Times,
Prime News, March 31, 2012, p. A30.

The Straits Times. “Hotels Show How Small Changes Add up to Big Savings.” 7he
Straits Times, Home, June 1, 2013, p. B11.

The Wall Street Journal. “Mizuho.” The Wall Street Journal, Business and Finance,
October 2, 2011, p. 17.



REFERENCE 151

Tilbury, D.; and D. Wortman. Engaging People in Sustainability. Gland,
Switzerland and Cambridge, UK: Commission on Education and
Communication, [UCN, 2004.

Today. “Amazon Hired Former Windows Phone Boss.” Today, Technology, April
4,2013, p. 48.

Todnem, By. R. “Organisational Change Management: A Critical Review.”
Journal of Change Management 5, no. 4 (December 2005), pp. 369-380.
Tremblay, M.; and P. Roussel. “Modelling the Role of Organizational Justice:
Effects on Satisfaction and Unionization Propensity of Canadian Managers.”
International Journal of Human Resource Management 12, no. 5 (August

2001), pp. 717-737.

Unilever. Unilever Sustainable Living Plan, 2014, http://www.unilever.com.sg/
sustainable-living/uslp/, (accessed January 20, 2014).

United Nations. Report of the World Commission on Environment and Development
Our Common Future. New York, NY: United Nations, 1987.

United Nations. From Transition to Transformation Sustainable and Inclusive
Development in Europe and Central Asia. New York, NY and Geneva: United
Nations, 2012.

Verma, N.; Z.0. Waturuocha; and R. Fry. “India and Appreciative Inquiry a
Generative Connection Between Ancient Wisdom and Today’s Endeavours
in the Field.” Al Practitioner 15, no. 1 (February 2013), pp. 4-7.

Vilanova, M.; and P. Dettoni. Sustainable Innovation Strategies: Exploring the Cases
of Danone and Interface. Barcelona: Esade, Institute for Innovation, 2011.
Waddell, D.M.; T.G. Cummings; and C.G. Worley. Organizational Change:
Development and Transformation. Asia Pacific 4th ed. Melbourne, Australia:

Cengage Learning Australia Pty. Limited, 2011.

Wellmer, EW.; and ]J.D. Becker-Platen. “Sustainable Development and the
Exploitation of Mineral and Energy Resources: A Review.” International Journal
of Earth Science (Geol Rundsch) 91, no. 5 (October 2002), pp. 723-745.

Wharton School of the University of Pennsylvania. Renault-Nissan CEO Carlos
Ghosn: Now is the Time for the Electric Car, 2009, http://knowledge.wharton
.upenn.edu/article/renault-nissan-ceo-carlos-ghosn-now-is-the-time-for-the-
electric-car/, (accessed January 20, 2014).

Whitener, E.M.; S.E. Brodt; M.A. Korsgaard; and J.M. Werner. “Managers As
Initiators of Trust: An Exchange Relationship Framework for Understanding
Managerial Trustworthy Behavior.” Academy Management Review 23, no. 3
(July 1998), pp. 513-530.

Whitney, D.; and A. Trosten-Bloom. 7he Power of Appreciative Inquiry: A Practical
Guide to Positive Change. San Francisco, CA: Berrett-Koehler, 2003.

Whittington, R.; M. Mayer; and E Curto. “Chanderlism in Post-War Europe:
Strategic and Structural Change in France, Germany, and the United



152 REFERENCE

Kingdom, 1950-1993.” Industrial and Corporate Change 8, no. 4 (1999),
pp. 519-551.

Wilkins, A.L.; and W.G. Dyer; Jr. “Toward Culturally Sensitive Theories of
Culture Change.” Academy of Management Review 13, no. 4 (October 1988),
pp- 522-533.

Williamson, L. Samsung Overtakes Nokia in Mobile Phone Shipments, 2012, BBC
News:http://www.bbc.co.uk/news/business-17865117, (accessed January 13,
2014)

Wirtenberg, J.; J. Harmon; W.G. Russell; and K.D. Fairfield. “HR’s Role in
Building a Sustainable Enterprise: Insights From Some of the World’s Best
Companies.” Human Resource Planning 30, no. 1 (January 2007), pp. 10-20.

Wirtz, J.; L. Heracleous; and N. Pangarkar. “Managing Human Resources for
Service Excellence and Cost Effectiveness at Singapore Aitlines.” Managing
Service Quality 18, no. 1 (January 2008), pp. 4-19.

Wong, C-S.; and M.A. Campion. “Development and Test of a Task Level Model
of Motivational Job Design.” Journal of Applied Psychology 76, no. 6 (1991),
pp. 825-837.

Woodward, D.; and R. Rolfe. “The Location of Export-Oriented Foreign Direct
Investment in the Caribbean Basin.” Journal of International Business Studies
24, no. 1 (March 1993), pp. 121-144.

Worley, C.; and A. Feyerherm. “Reflections on the future of organization
development.” Journal of Applied Behavioral Science 39, no. 1 (2003),
pp. 97-115.

Worley, C.; W. Rothwell; and R. Sullivan. “Competencies of OD Practitioners.”
In Practicing Organization Development: A Guide for Consultants. 2nd ed. W.J.
Rothwell and R. Sullivan, 135-163. San Francisco, CA: Pfeiffer, 2005.

Wright, PM.; T.M. Gardner; L.M. Moynihan; and M.R. Allen. “The Relationship
Between HR Practices and Firm Performance: Examining Causal Order.”
Personnel Psychology 58, no. 2 (June 2005), pp. 409—446.

Y.L.M. Haze-Induced Illnesses, June 26, 2013, The Star: htep://www.thestar.com.
my/story.aspx?file=%2{2013%2£6%2{26%2fhealth%2f13280878&
sec=health, (accessed July 20, 2013).

Yang, C.-C.; and K.-J. Yang. “An Integrated Model of Value Creation Based
on the Refined Kano’s Model and the Blue Ocean Strategy.” Total Quality
Management & Business Excellence, 22, no. 9 (September 2011), pp. 925-940.

Zabojnik, J. “Centralized and Decentralized Decision Making in Organizations.”
Journal of Labor Economics 20, no. 1 (January 2002), pp. 1-22.

Zahra, S.A.; and I1.].A. Pearce. “Research Evidence on the Miles-Snow Typology.”
Journal of Management 16, no. 4 (December 1990), pp. 751-768.



Index

Action Research Model, 26-28

affective component (feelings), 76

Amazon, 53

ANZ (The Australia and New Zealand
Banking Group Limited), 13

Aon Hewitt’s Best Employers, 81

Apple Inc., 11, 23-24

Appreciative inquiry (Al) approach, 30

Artist Project Earth, 73

Asia, 1, 65, 108

Asia Pacific, 1, 25, 107

attitudes and change, 75-77

AT&T’s Bell Laboratories, 82

autocratic leadership, 4849

Baby Boomer generation, 7
behavioral component (intentions), 76
Blue Ocean strategies, 91-92, 95-96
Boceing, 6

Branson, Richard, 52

Bread Talk group, 6

Buffet, Warren, 51

calibration, 41, 43
capability building, 42
CAUX Principles, 16
CERES Principles, 16
change agents
administrators, 53
leaders as, for sustainability, 54-55
managers, 53
professional change consultants, 53
professionals from other related
disciplines, 53
selection criteria of effective leaders,
56-58
change diffusion, 42
change for sustainability, 2, 38, 47,
71-73,76
environment, 87-91
organizational strategy for, 91-98
organizational structure for, 98-101

change initatives, 3
changes, types of, 21-33
marginal or incremental or
development, 23
planned, 22-24
radical or transformational,
23-24
sustainability, 34—44
transitional, 23
unplanned, 23-24
charismartic leadership, 47-48
Coca-Cola Foundation, 95
cognitive component (beliefs), 76
commitment gaining, 42
Cook, Tim, 22
corporate social responsibility (CSR),
14-15, 90
Cummings, Thomas, 35

DBS (Development Bank of
Singapore Limited), 55

Dell’s business model, 25

digital price tags, 67

direct forms of resistance, 68

divine charismatic leaders, 48

downsizing, 92-94

Drucker, Peter F,, 51

Dunphy, Dexter, 33

Dupont, 72

economic and financial developments
and risks, 108

educational programs for employess,
72

electric vehicle (EV) technology, 53

Emission Trading Scheme, 23

emotional intelligence (EQ), 57-58

employee engagement and change,
80-82

enacted environment, 89

environmental challenges, of change,
108, 112



154 INDEX

environmental performance, and
change
external, 88—89
internal, 89-90
environmental sustainability, 23
equation of innovation, 107
Esprit Holdings Ltd., 11
Eurostat, 105
external environment of an
organization, 88—89
globalization, 4
political, economic, sociocultural,
technological, legal, and
environmental (PESTLE)
factors, 4
suppliers, customers, competitors,
and pressure group (SCCP)
elements, 4
external social improvements, 55

financial resources, 90
Ford, 4

forms of change, 6-8
Foxconn, 23, 88

free choice principle, 31

Gandhi, Mohandas Karamchand,
50-51

general environment, 88

Generation Y, 7

Geoghegan, Michael, 68

Ghosn, Carlos, 53

Gibran, Khalil, 52

globalization, 4, 13, 56, 87, 112

Global Sullivan Principles, 16

Golden Senior membership scheme, 8

Google, 6
Green, Stephen, 68
Green Peace, 89

halo effects, 77

Henkel, 72

Hitachi, 98

Holcim, 72

Hotel Michael at Resorts World
Sentosa, 14

HSBC, 6

HSBC Holdings, 68

HTC, 11

human resources, 90

IBM, 55

ICC Business Charter for Sustainable
Development, 16

Ikea, 55

Inamori, Kazuo, 52

incentive allocation, 42—43

indirect forms of resistance, 68

information dissemination, 42

Infosys, 72

innovation-driven economy, 109

innovation for sustainability, 105107

innovation resources, 90

innovative leadership, 49

institutionalization, 41

intangible resources, 90

internal environment of an
organization, 4-5

international equity, 55

Japan Airlines International, 52

Jobs, Steve, 51

John Kotter’s Eight-step Change
Management Model, 28-29

Kallasvuo, Olli-Pekka, 73

KDDI Corp., 52

Keppel Land Corporation, 6

Kezar, Adrianna, 35

Kimberly Clark, 72

Kindel, Charlie, 53

knowledge-based economy, 109

Kurt Lewin’s Three-Step Change
Model, 26

Kyocera Corp., 52

leaders and change, 43-44, 69, 73, 80
leadership
autocratic, 48—49
charismatic, 47-48
common qualities, 51-52
competent and effective, 56
development of leaders, 58
leader, defined, 47
participative, 48
visionary, 56



Lewin, Kurt, 35

LG, 98

Lin, Jeremy, 22
Linsanity, 23
low-carbon society, 72

marginal or incremental or
development change, 23

marketing innovations, 106

Mayo, Elton, 10

McDonald’s, 81

McDonalds repositioning strategy,
34

McKinsey 7-S plus model, 5, 40

Mizuho Bank, 13, 72

modified Sigmoid diagram, 2

Motorola, 12

Mulcahy, Anne, 50, 70

National Business Initiative South
Africa, 72

Nestlé, 97

Nissan Motor Company, 53

Nokia, 6, 12, 21, 25

NTUC (National Trades Union
Congress) FairPrice
supermarket, 14, 55, 67

OECD Guidelines for Multinational
Enterprises, 16
office-holder charismatic leaders, 48
OpenNet, 55
organizational change management
in contemporary business, 10
defined, 1-4
forms and areas of changes, 6-8
importance, 4-8
positive emotions and, 31-32
social-oriented (nontechnical)
school, 9
sustainable development, 10-12
technical-orietned (nonhuman)
school, 9
theories, 8—10
organizational culture
and change, 78
cultural barriers and, 78-80
defined, 77

INDEX 155

organizational design and structure,
6
organizational innovations, 106
organizational leadership, 49
organizational resources, 90
organization’s business performance
and sustainability, 1
organization structure
defined, 98
forms of change, 101
importance of change in, 100-101
mechanistic model, 99-100
organic model, 99
Oslo Manual of innovation, 105

Panasonic, 6, 98
participative leadership, 48
partnerships, 7
PayPal, 53
people leadership, 48
perceptions and change, 75-77
personal charismatic leaders, 48
personality and change, 75-77
personalized charismatic leaders, 48
persons in charge (PICs), 35
physical resources, 90
planned change models
Action Research Model, 26-28
critique of, 32-33
John Kotter’s Eight-step Change
Management Model, 28-29
in Kezar’s work, 30
Kurt Lewin’s Three-Step Change
Model, 26
Positive model, 28-31
in terms of conceptualization and
practice, 32-33
planned changes, 22-24
political, economic, sociocultural,
technological, legal, and
environmental (PESTLE)
driving forces, 4, 17-19, 88
political and legal developments and
risks, 107
pollutant standards index (PSI), 89
Polma, Paul, 52
positive emotions and organizational
change, 31-32



156 INDEX

Pricewaterhouse Coopers, 72

process changes, 6

process innovations, 106

product and services innovations, 106
products, changes in, 6

psychological resilience, 65

radical or transformational change,
23-24
re-engineering, 94
regenerative dynamic capabilities, 89
reputational resources, 90
resistance to change, 61-62
communication barriers or
ineffectiveness, 66
conversational view, 62
employees vs management, 66
forms of, 68—69
inappropriate time frame of change,
65
Lewin’s change model, 66
managing, 69-71
mechanistic view, 62
office politics and, 65-66
reasons to, 62—64
rigidity of mindset and lack of
psychological resilience, 65
social view, 62
sources of, 64—68
resource allocation, 42—43
rewards, 73
risk management, 37
Rockefeller, John Davison, 50
Roethlisberger, Fritz, 10

Samsung Electronics, 11, 25, 98

SARS (Severe acute respiratory
syndrome) outbreak in 2003,
6

Schumpeter, Joseph, 105

Scoot, 15

selective perception, 77

senior management and change, 81

sensing, 41, 43

Shangri-La’s Rasa Sentosa Resort and
Spa, 14

shared leadership, 49

Sharp, 98

Shrauger, Sam, 53

Sigmoid curves, 14
Sinek, Simon, 3
Singapore Airlines (SIA), 6, 14, 32
SingTel, 83
social change, 8, 110
sociocultural developments and
risks, 108
socialized charismatic leaders, 47
sociocultural changes, 7
Sony, 11
S-shaped curves as organizational
change, 2
stages of change
evolution and review of process,
40-41
implementation of change, 38—40
preparation stage, 35-37
selection of approaches, 37-38
stabilization of change and
institutionalization of new
behaviors, 41-44
Stake, Douglas, 33
Standard Chartered Bank, 55
stereotypes, 7677
strategies, changes in, 6
strength, weakness, opportunities,
and threats (SWOT)
methodology, 5
supply-chain development, 7
sustainable development, 10-12, 76,
82-84
benefits of strategies, 12
Blue Ocean strategies for, 95-96
business strategies for, 91-93
contemporary trends in, 13-16
corporate-level strategies for, 95
engaging people in change for,
71-73
five-step change model, 43-45
innovation for, 105-107
international strategies for, 94-95
leaders as change agents, 54-55
redesigning work for, 97
strategy and structural change for,

87-98

tangible resources, 90
task environment, 88
technological changes, 7



technological resources, 90

Toshiba’s response to market situation,

34
Toyota, 4
training of employess, 72
transformational leadership, 49-50
transitional change, 23
trends of change management,
107-113
Trump, Donald J., 52

UN Global Compact, 16
Unilever sustainable living plan, 34,
52
United Nations, 16
unplanned change models, 33-34
contingency approach, 33
unplanned changes, 23-24

INDEX 157

values and change, 75-77
Verizon, 55

Virgin group, 52

virtual leadership, 4849
Vis, Van der, 11

visionary leadership, 49
Volvo Cars, 22

Waddell, Dianne, 35

Welch, Jack, 51

Worley, Christopher, 35

W’s and one-H of a change process,

1’ 3
Yahoo, 53

zero-emission mobility, 53






OTHER TITLES IN OUR ENVIRONMENTAL AND
SOCIAL SUSTAINABILITY FOR BUSINESS
ADVANTAGE COLLECTION

Chris Laszlo, Case Weatherhead School of Management
and Robert Sroufe, Duquesne University

o Strategy Making in Nonprofit Organizations: A Model and Case Studies by Jyoti Bachani

e Developing a Sustainable Supply Chain: Management Issues, Insights, Concepts, and
Tools by Robert Sroufe & Steven Melnyk

o [T Sustainability for Business Advantage by Brian Moore

e A Primer on Sustainability: In the Business Environment by Ronald M. Whitfield
and Jeanne McNett

e The Thinking Executive’s Guide to Sustainability by Kerul Kassel

e Sustainable Supply Chains, Operations, and Marketing: The Role of Legal Compliance
by John Wood

Announcing the Business Expert Press Digital Library

Concise E-books Business Students Need
for Classroom and Research

This book can also be purchased in an e-book collection by your library as

e 3 one-time purchase,

e thatis owned forever,

e allows for simultaneous readers,

e has no restrictions on printing, and

e can be downloaded as PDFs from within the library community.

Our digital library collections are a great solution to beat the rising cost of textbooks. E-books
can be loaded into their course management systems or onto students’ e-book readers.

The Business Expert Press digital libraries are very affordable, with no obligation to buy in
future years. For more information, please visit www.businessexpertpress.com/librarians. To
set up a trial in the United States, please email sales@husinessexpertpress.com.






Curriculum-oriented, born-
digital books for advanced
business students, written
by academic thought
leaders who translate real-
world business experience
into course readings and
reference materials for
students expecting to tackle
management and leadership
challenges during their
professional careers.

Unlimited simultaneous
usage

Unrestricted downloading
and printing

Perpetual access for a
one-time fee

No platform or
maintenance fees

Free MARC records

No license to execute

The Digital Libraries are a
comprehensive, cost-effective
way to deliver practical
treatments of important
business issues to every
student and faculty member.

\Press

busmessexpert

Change Management for
Sustainability

Huong Ha

Change management is a challenging and continuous pro-
cess that requires a particular skill set for both leaders and
managers. It is essential for leaders and change agents to
understand and address the five most important ques-
tions: Why? What? Who? How? When?

Inside, you'll learn the concept of change management,
its impact on the company’s business performance and
sustainability, and the relevant issues associated with it.
The author highlights the importance of sustainable de-
velopment, including economic, environmental, and social
elements and introduces different types of changes includ-
ing planned, unplanned, incremental/marginal, transition-
al, and transformational ones.

Various models of planned and unplanned changes are
featured, including leaders as change agents; the concept
of resistance, reasons, sources, and forms of resistance to
change; definitions of values, attitudes, personalities, and
perceptions of individuals; and how these determinants
affect individuals’ behaviors, attitudes, and responses
toward organizational change. Several organizational
examples are provided throughout the book to illustrate
how high-performance organizations grow their business.

Dr. Huong Ha is the Academic Coordinator of MBA and
undergraduate business programmes at UON Singapore
(University of Newcastle, Singapore campus). She was the
Dean of TMC Business School and Director of Research and
Development, TMC Academy (Singapore). She holds a PhD
from Monash University (Australia) and a Master’s degree
in public policy from Lee Kuan Yew School of Public Policy,
National University of Singapore. She was a recipient of
many scholarships, and teaching and professional awards.
Dr. Ha has been an invited member of editorial boards of
many international journals, scientific and technical com-
mittees of several international conferences, and interna-
tional advisory boards of several associations, as well as a
reviewer of many international journals.

ENVIRONMENTAL AND SOCIAL
SUSTAINABILITY FOR BUSINESS
ADVANTAGE COLLECTION

Chris Laszlo and Robert Sroufe, Editors
ISBN: 978-1-6L0L49-498-1

9'7816067494981

WWWw.businessexpertpress.com



	Cover

	Contents
	Chapter 1: Introduction to Change Management
	Chapter 2: Types and Models of Change
	Chapter 3: Leaders as Change Agents for Change and Sustainability
	Chapter 4: Managing Resistance to Change
	Chapter 5: People Behaviors and Organizational Culture for Change and Sustainability
	Chapter 6: Strategy and Structural Change for Sustainability
	Chapter 7: Innovation and Change for Sustainability: A Final 
Conclusion
	Notes
	References
	Index
	Ad page

	Cover




