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Abstract
This paper shows an overview of what are regarded as the most suitable change management  
models for an efficient improvement of organizations; these organizations are confronted with  
difficulties  as  a  result  of  unfriendly  economic  situations  and  requirement  for  suitable  
management capabilities. As per a few studies published in the previous decades by experts in  
the field of organisational change management, the vast majority of the change undertakings  
come up short (approx. 70%); the main responsible factor is represented by resistance to change  
coming from people involved in the process, employees and managers. In view of the above, the  
paper  presents  three  of  the  most  widely  known  and  used  theoretical  models  for  change  
management: Kotter (1995), Ackerman and Anderson (2010) and Prosci-ADKAR (2006), aiming  
to provide professionals a starting point for the effective management of organizational change  
projects.  These  models  approach  change  management  in  different  ways,  but  all  agree  that  
managing  the  human  side  of  change  is  the  key  to  success.  It  was  also  discovered  that  
implementation of change often results in periods of organizational tension because it involves  
moving from the known to the unknown and therefore risky, stressful and complex. The paper  
then suggests various measures to be taken by organisation wishing to embark on any change.  
Some of the recommendations include taking cognizance of their environment via scanning as  
this is the only way by which pressure on it can be reduced during change; training of workers  
on change programmes among others.

Key  words:  change  management,  change  management  model,  change  programme,  
technological development, resistance to change

INTRODUCTION 
As a result of rapid technological development, a growing knowledge workforce and the shifting 
of accepted work practices, change is becoming an ever-present feature of organisational life 
(Burnes, 2004). Despite the fact that many organisations appreciate the need for change, as many 
as 70% of the change programmes do not achieve their intended outcomes (Balogun and Hope 
Hailey,  2004).  However,  in  the recent  climate of  economic  pressure  and evolving economic 
priorities,  organisational  change  within  public  and  private  organisations  is  becoming  an 
increasing priority. Nonetheless, change is a complex process that can have negative as well as 
positive outcomes and as such it is worth looking at the available evidence so that the process is 
conducted as efficiently and effectively as possible.
In  the  past  few  decades  a  great  body  of  work  has  been  published  in  the  field  of  change 
management,  consisting in  different  approaches,  models,  methodologies  and tools.  However, 
studies by several authors have shown a consistent pattern of failure of change management 
initiatives.  Kotter’s  research  (1995)  indicates  that  only 30% of  major  change  initiatives  are 
concluded successfully and, more than a decade later, in 2009, Keller and Aiken confirm this low 
& Research International 

1 | Hp



success  rate  in  the  McKinsey  Quarterly,  even  though  the  use  of  change  management 
methodologies has increased from 34% in 2003 to 72% in 2011 (Change Management History, 
2013).  A more recent  study from Axel  Uhl  (2012) reports  similar  findings:  approx.  60% of 
planned changes fail, mostly due to resistance manifested by employees and managers alike.
However today, many of these companies have gone under the drain, while some are coming on 
board others  has had course to change their management and identity almost frequently, this is 
not  unconnected  with  increasing  volatility  of  the  business  environment  which  necessitates 
change management. Fundamentally, organizational change emanates from two major sources - 
The external sources and internal sources. The external sources could be as a result of improved 
technology, pressure from interest groups from outside the organization such as government or 
competitors in  the industry.  The internal  source of change could be from individual  such as 
shareholders, management, employees. Irrespective of the source, wherever change is obvious, 
the management is always faced with the question of how to respond to this change? Do we 
change the objectives and strategies of the organization, is it the technology we change or human 
resource or organization structure or the business environment. These are some of the questions 
that effective and efficient change management practice seeks to address.
It is now clear that there is much to change management that needs to be learnt. It is on the basis 
of unassertive changes in most industries that this paper intends to unveil the hidden facts of how 
technological and other changes are affecting various industries. This is because if change is not 
properly managed, there is the tendency it affects performance negatively which may result in 
total  closure  of  the  organization  or  loss  of  valued  employees  or  failure  to  meet  financial 
objectives of shareholders and may eventually degenerate into customers dissatisfaction who 
could easily move to other competitors thereby affecting the overall performance of the firm as it  
happens to many of the companies.
Change management has been used in the past decades mainly in the private sector. Some trials 
were done in the public sector too, mostly due to the requirement of some countries for aligning 
with the world strategy, policies and legislation. At the moment there is an increasing interest in 
the academic sector, while in private companies change management is severely underused, even 
though  it  is  considered  a  basic  management  skill  and  a  requirement  for  general  strategic 
management. Considering the absence of change management, even in the circumstances of the 
severe economic crisis, the authors’ aim is to develop a tool for identifying the industries that 
need change management judgement, establishing a method for classifying them based on the 
associated level of risk.

CONCEPT OF CHANGE MANAGEMENT
Change management is defined by Korir, Mukotive, Loice and Kimeli (2012) as the effective 
management of a business change such that executive leaders, managers and frontline employers 
work in  concert  to  successfully implement  the  needed process,  technology or  organizational 
changes.  Again,  Moran  and  Brighton  (2011)  defined  change  management  as  the  process  of 
continually  renewing  an  organization  direction,  structure  and  capabilities  to  serve  the  ever 
changing needs of external and internal  customers.  Burnes (2004) like many others scholars 
asserted that change is an ever present feature of organizational life, both at the operational and 
strategic level. Due to its importance, change management is becoming imperative and needs 
appropriate managerial skills and strategy. For firm to survive, succeed and remain competitive 
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in today’s highly volatile and continuously evolving business environment, it must be able to 
successfully manage the change which is as a matter of fact a necessity. Even though there has 
not been consensus as to the framework for organizational change management, there seem to be 
an agreement on two important issues One, there is a consensus that change, being triggered by 
internal or external factors, comes in all shapes, forms and sizes (Balogun and Hailey 2004); 
Burnes 2004, Luecke 2003 and second, It is agreed that the pace of change has greater then, than 
in the current business environment (Balogun and Hailey 2004; Burnes 2004; Luecke 2003. 

MODELS OF CHANGE MANAGEMENT 
Since the inception of the organizational change management concept several models have been 
developed  and  published,  describing  the  process  of  change,  both  from  individual  and 
organizational perspectives. One classification of models is based on the different categories of 
organizations.  Taking  into  account  the  wide  range  of  goals  and  particular  situations, 
organizations  are  seen  from  different  perspectives,  highlighting  specific  organizational 
dimensions  in  different  situations.  Gareth  Morgan  (1986)  suggests  these  approaches  as 
descriptions or metaphors for the classification of organizations (Cameron & Green, 2009):
a.  machines metaphor:  organizations  are  machines/constructs assigned to  achieve established 
goals  or  objectives;  usually,  this  metaphor  is  associated  with  concepts  such  as  efficiency, 
optimization, implementation, control, performance, authority, etc. 
b.  organisms  metaphor:  organizations  are  living  organisms  that  continuously  adapt  to  their 
environment; 
c.  political systems metaphor: organizations are described and associated with power struggles, 
negotiation and leadership; 
d. flux and transformation metaphor: organizations are seen as self-regulating entities; 
e.  brains metaphor:  organizations are seen as inventive and rational entities,  capable of new 
forms of (self-)organization; 
f.  cultures  metaphor:  organizations  are  approached  from  a  cultural  perspective,  having 
significance, rituals and taboos; 
g. psychic prison metaphor: organizations, as well as their members, are considered to be subject 
to specific constraints and/or limitations and approached from this perspective; 
h.  instrument  of  domination  metaphor:  organizations  are  instruments  of  social  domination, 
relationships  being  subject  to  asymmetrical  power  balance  where  the  goals  of  the  few  are 
achieved by the others. 
Out of the eight metaphors, authors Esther Cameron and Mike Green chose four, as the most 
used  by managers  and  consultants  in  the  field,  generating  a  classification  of  four  types  of 
organizations  (Cameron  &  Green,  2009):  the  organization  as  machine,  organism,  political 
system, and flux and transformation. In Table 1 is presented a synthetic classification of the most  
widely known change management models, based on the categories suggested by Cameron and 
Green.
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Filtering this list in the view of current challenges faced by managers, the following three models 
are presented in this paper, developed by:
John Kotter  (1995): one  of  the  most  influential  professionals  in  the  field  of  organizational 
change. The Kotter model was the first model to highlight the importance of leadership in the 
successful  implementation of  a  change process  and is  considered a  reference  for  all  models 
developed subsequently, as well as for any change manager, leader or professional. 
Linda Ackerman Anderson and Dean Anderson  (2010): organizational change professionals 
with over 30 years of experience in the field. The Anderson model distances itself from the main 
models developed previously, considering that organizational change processes are not linear, 
since  the  people  involved  do  not  follow  a  linear  path  in  understanding,  implementing  and 
maintaining changes. This non-linear approach, though time-consuming, has proven successful 
in practice. 
Prosci team  (2006): a research and learning company dedicated to developing highly flexible 
and efficient methodologies and tools for the optimal management of change. The Prosci model 
considers that an organizational change begins with the change of each individual involved, and 
both  the  human and technical  aspects  of  change require  a  careful  and specific  management 
approach.  The  Prosci  methodology  and  tools  are  continuously  improved  based  on  annual 
research carried out by the company’s team, reflecting the current economic trends and providing 
supporting strategic management. 

Kotter Model (1995) 
Harvard Business School professor John P. Kotter identifies 8 steps for the successful approach 
of organizational change, having also a beneficial long-term effect. Kotter warns managers and 
other professionals in the field that change is a process and not an event, going through several 
essential stages, each one depending on the previous stage and providing the foundation for the 
next  (Kotter,  1995).  In  fact,  major  change  initiatives  consist  of  several  smaller  projects,  or 
“projects within projects”, each one going through the individual stages at different times, with 
different paces (Kotter, 1996). 
Based on his extensive research, John Kotter states that approx. 70% of major change initiatives 
fail, linking this low success rate with failures in leadership and the lack of leadership qualities 
among managers. While managers are required to plan and budget, organize and staff, control 
and solve problems, leaders should establish direction, align people, as well  as motivate and 
inspire them. Consequently, managers generate order and predictability, while leaders generate 
change (Kotter, 1996). 
The 8-step model proposed by Kotter consists  of the following stages (Kotter,  1995; Kotter, 
1996): 
1.  Establishing a sense of  urgency:  examining market  and competitive realities for  potential 
crises and untapped opportunities; identifying and discussing crises, potential  crises or major 
opportunities; convincing at least 75% of the managers that the status quo is more dangerous 
than the unknown; 
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2.  Creating  the  guiding coalition:  assembling  a  group with  shared  commitment  and enough 
power to lead the change effort; encouraging the group to work as a team outside the normal 
hierarchy; 
3.  Developing a vision and a strategy: creating a vision to direct the change effort; developing 
strategies for realizing that vision; 
4.  Communicating the change vision:  using  every vehicle  possible  to  communicate  the new 
vision and strategies for achieving it; teaching new behaviours by the example of the guiding 
coalition (having the guiding coalition role model the behaviour expected of employees); 
5. Empowering broad-based action: removing or altering systems or structures undermining the 
vision; getting rid of obstacles; encouraging risk taking and non-traditional ideas, activities and 
actions; 
6.  Generating  short-term wins:  planning for  visible  improvements  or  „wins”;  creating  those 
wins; recognizing and rewarding employees contributing to those wins; 
7. Consolidating gains and producing more change: using increased credibility from early wins 
to  change  systems,  structures  and  policies  undermining  the  vision;  hiring,  promoting,  and 
developing  employees  who  can  implement  the  vision;  refuel  the  change  process  with  new 
projects and change agents; 
8.  Anchoring new approaches in the culture: articulating connections between new behaviours 
and corporate success; creating leadership development and succession plans consistent with the 
new  approach;  creating  better  performance  through  customer  and  productivity-oriented 
behaviour, more and better leadership and more effective management. 
The model proposed by Kotter is  attractive for many managers, but provides only a shot of 
energy  and  enthusiasm  in  the  first  stages  (creating  a  sense  of  urgency,  creating  and 
communicating the vision),  followed by delegation and distancing,  ending consolidation and 
anchoring  in  the  organizational  culture.  Actually,  the  process  of  change  requires  active  and 
energetic involvement throughout change implementation (Cameron & Green, 2009).

Ackerman and Anderson Model (2010) 
Based on their 30-year long experience in the field of organizational change management, Linda 
Ackerman Anderson and Dean Anderson (2010) developed a roadmap – a guideline intended for 
leaders,  managers  and  professionals  implementing  different  types  of  change  processes.  The 
development of this model and its methodology is the result of consultancy work in different 
industries and organizations and is intended to support the successful implementation of change. 
The model is based on the hypothesis that a comprehensive change strategy consists of three 
areas: 
Content: the organizational and technical areas that require change; 
People: the mindset, behavioural and cultural changes that support the content changes; 
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Process: actions necessary in order to plan, design and implement both the content and people  
changes, in an integrated and unified way (Ackerman and Anderson, 2010). 
As with many other authors in the field, including John Kotter, Ackerman and Anderson stress 
the importance of the human dynamic element, considering it to be the linchpin of the change 
process. As such, the different aspects of this dynamic engagement, commitment, behaviour and 
mindset change are embedded in the change strategy from the beginning and not added as an 
afterthought. 
The non-linear, 3-stage and 9-phase model promoted by Ackerman and Anderson (2010) consists 
of the following main activities and can be tailored according to the specific needs of the change 
process that is considered: 
1. Stage 1. Upstream change: 
a.  Phase  1.  Preparing  to  lead  the  change:  establishing  a  clear  intent  for  change  and  the 
corresponding strategy for a successful change process. Phase 1 is considered to be of critical 
importance and includes approx. 60% of the decisions regarding the change strategy and plan. 
The main goals  of this  phase are:  identifying the leadership roles necessary for  the change, 
building the case for  change,  assessing the organizational  readiness for change,  building the 
individual and collective readiness for change, establishing the general strategy for change. 
b. Phase 2. Creating the organizational vision, commitment and capability: creating a collective 
intent for change and improving the capacity for change throughout the organization. 
c. Phase 3. Assessing the situation to determine design requirements: describing the desired state 
and the way to achieve the change to materialize the vision. 
2. Stage 2. Midstream change: 
a. Phase 4.  Designing the desired state: designing the organizational and cultural solutions for 
achieving the vision. 
b. Phase 5.  Analyzing the impact: carrying out a detailed impact analysis intended to support a 
thorough understanding of the change process, both for leaders and employees, and securing the 
support of the people involved in the change. 
c. Phase 6. Planning and organizing for implementation: elaborating the implementation master 
plan, the detailed guide for achieving the desired state.
3. Stage 3. Downstream change: 
a. Phase 7. Implementing the change: implementing the master plan and applying the necessary 
corrections for finalizing the change process and obtaining the desired results. 
b. Phase 8. Celebrating and integrating the new state: once the desired state is achieved and the 
results are obtained, the success should be widely communicated and the organization should 
celebrate  it.  This  celebration  reinforces  the  change  and  ensures  that  all  the  people  in  the 
organization have adopted the new behaviours. 
c. Phase 9. Learning and course correcting: evaluating and learning all the lessons regarding the 
change process and its results, continuously improving the new state, preparing the organization 
for future changes and successfully concluding the current change initiative. 

Prosci-ADKAR Model (2006) 



Book of Proceedings: the 6th Academic Conference of Hummingbird Publications and Research International on  
Paving Way for Africa Unique Opportunities for Sustainable Development in the 21st Century Vol.6 No.2 on 30th  

September, 2015- University of Ibadan Conference Centre,U.I, Ibadan, Oyo State, Nigeria

The Prosci-ADKAR model and methodology were developed by the Prosci team established in 
1994, the complete methodology being published in 2006 (Hyatt, 2006). Prosci considers that 
effective  change  management  is  built  on  two  integrated  components:  individual  change 
management model:  any change, on any scale,  starts with the change of a single individual; 
organizational change management process: it describes the process and tools professionals use. 
This blend of individual and organizational change is flexible and can be adapted to a multitude 
of particular cases, in different industries and on different scales. 
ADKAR,  the  individual  change  management  model  developed  by  Prosci,  supports  the 
understanding, as well as the management of a personal change, whether at home, at work or in a 
community, considering that it is a predictable endeavour. The ADKAR model helps individuals 
navigate the change process by providing the building blocks of change and the questions that 
each one answers, as well as measuring progress, diagnosing gaps and developing corrective 
actions (Integrated Individual-Organizational Approach, 2014): 
Awareness of the need for change: “Why is the change happening? Why is the change happening 
now? What is the risk of not changing?” 
Desire  to  participate  and  support  the  change:  “What  are  the  personal  motivators  and 
organizational drivers that would cause me to support the change?” 
Knowledge on how to change: “What knowledge, skills and behaviours are required during and 
after the change is implemented?” 
Ability to implement required skills and behaviours: “How do I demonstrate the ability to do my 
job the new way? What barriers may inhibit me from making the change?” 
Reinforcement to sustain the change: “What will make the change stick? What are the rewards, 
recognition, incentives and consequences?” 

CHALLENGES OF CHANGE
Change usually involves the introduction of new procedures, people or ways of working which 
have a direct impact on the various stakeholders within an organization. The key to successful 
change management lies in understanding the potential effects of a change initiative on these 
stakeholders.  Will  employees  be  scared,  resistant,  pessimistic  or  enthusiastic  about  your 
proposed changes? How can each possible reaction be anticipated and managed? As you begin to 
think about any kind of significant change, be aware of how the change will impact others in 
your organization and your customers.  A new vision, set  of driving values, mission or goals 
constitute significant change. So do new performance standards, new policies or procedures, a 
new computer  equipment  installation,  or  a  relocation  of  your  business  (Hemamalini  Suresh, 
2001). According to him, these challenges may manifest themselves under different names or 
other guises but are essentially the challenges of: 
Leadership- changing the running of an organization from a command and control nature of 
management to the nurturing and motivational nature of leadership. We know that leadership can 
make  a  great  difference,  and  we  know  that  its  importance  for  organizational  success  is 
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intensifying. Change cannot be accomplished without the commitment and involvement of the 
organization's leaders. 
Focus- making business choices to bring alignment and focus to the organization. Without a 
consistent focus,  it  becomes incumbent on each member to interpret the environment and to 
make decisions on which opportunities to explore from his or her own perspective. The likely 
result  is  a  collection  of  highly skilled  individuals,  working extremely hard,  and pulling  the 
organization in a number of uncoordinated directions. Hence today's leaders must rely more on 
the discipline to focus on the right opportunities for the organization to steer the followers in the 
right direction
Commitment– Individuals who are asked to make a change are really being asked to make a 
commitment of personal energy. Company resources must be devoted to help workers understand 
the impending change, convince them of its value, and manage the resistance that will inevitably 
surface. As a leader builds understanding and generates commitment, the intense resistance to 
change, born out of fear of the unknown, is abandoned and replaced by the courage to take new 
directions and to actively pursue change.

Resistance to change- Fundamental to the success of organisational change is the acceptance of 
the change by employees. Within this context, the work of Kubler-Ross (1973), who argued that 
all humans go through 5 stages of ‘grief’ (denial, anger, bargaining, depression and acceptance) 
when  faced  with  a  loss  or  change,  has  been  seen  as  relevant  and  has  been  applied  to  the 
management  of  organisational  change.  Wiggins  (2009)  uses  the  model  to  help  guide 
communication and support during the period of change, which she suggests should be tailored 
to the stage of change that the employees have reached. For example, after the news of change is 
delivered, employees need to be given information to tackle their denial. Once the information 
has sunk in and they experience anger, bargaining and depression they require various kinds of 
support.  Once employees  have begun accepting the situation they need a vision to  put  their 
commitment into.
Others take a more individualist approach to studying resistance to change, arguing individuals 
reactions are highly complex and vary greatly. One advocate of such thinking is Shaul Oreg who 
proposed that resistance to change is based both on personality and also the context in which the 
change occurs. In his initial study (2003) he developed and tested a scale called the “Resistance 
to Change Scale” (RTC) which he conceptualised as a stable personality trait. In his following 
study he found a positive and significant relationship between the individuals’ RTC score and 
their affective and behavioural resistance to a particular organisational change they were subject 
to.
As  well  as  personality  determinants  affecting  the  level  of  resistance  engendered  by 
organisational change, Oreg also found that context variables played a significant role. Trust in 
management  was  found  to  have  a  particularly  strong  effect  on  affective,  cognitive  and 
behavioural  resistance,  a finding that  emphasises  the importance of  good management  skills 
throughout  a  period  of  change.  However,  the  study also  found that  an  increased  amount  of 
information given to individuals about the change resulted in a worse evaluation of the change 
and an increased willingness to act against it. This last finding led Oreg to propose that there 
might  be  an  optimal  amount  of  information  that  can  be  given,  after  which  employees  feel 
overwhelmed.  He  also  hypothesises  that  if  the  change  has  negative  implications  for  the 
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individual it would not be surprising if hearing more about the change increased resistance to it.  
This  finding again highlights  the important  role  of management,  in  this  case regarding their 
communication strategy. It could also be argued, in line with emergent theory and OD advocates, 
that  to  make  successful  decisions  about  such  issues  an  in-depth  knowledge  of  the  strategy, 
structures, personnel and culture of the organisation is required.

CHANGE MANAGEMENT STRATEGIES
Change management strategies is referred to as the techniques adopted to effectively manage 
change in an environment experiencing change dynamics so as to embrace change and direct it 
towards positive contribution of a given organization (Warrilow, 2010).Before any strategy is 
adopted, the organization must know its strength and weakness, their customer‟s needs and the 
nature of the environment in which they operate. A SWOT analyses can be used to benchmark an 
organizations‟ performance against a range of internal and external comparators. (Camp, 2009).
Another important strategy is by reducing employee’s resistance to organisational change. This 
can be achieve through involvement of employees in the change or to empower them to make 
changes themselves. Empirical studies have supported the efficacy of this strategy for successful 
implementation of change, especially within the public sector (Warwick, 1975, Denhardt and 
Denhardt,  1999;  Poister  and  Streib,  1999).  However,  employee  involvement  alone  is  not 
sufficient with managers still playing a critical role encouraging and rewarding innovation and 
expressing support the change (Thompson and Sanders,  1997).  Bruhn, Zajaz and Al-Kazemi 
(2001) concur with this view, advising organisations that the involvement of employees should 
be widespread and span all phases of the change process, but also emphasising the importance of 
a supportive and engaged management team.

Sustaining change
Implementing  new  practices  is  one  element  of  changing  organisations,  however  evidence 
suggests that ‘initiative decay’, where gains made from change are lost from the abandonment of 
new practices, is widespread (Buchanan et al., 1999, Doyle et al., 2000). As a result, considering 
how  to  sustain  change  is  clearly  a  crucial  component  of  the  change  management  process. 
Surprisingly, though, while implementing change has been the subject of considerable research 
and theory, relatively little research has been carried out on the issue of sustainability. Buchanan 
et  al.  (2005)  argued that  this  is  due  to  the  expense  of  longitudinal  research,  as  well  as  the 
generally  negative  perception  of  stability  as  “inertia”  and  a  lack  of  responsiveness  to  the 
changing environment. Reviewing the available evidence they concluded that there are 11 main 
factors affecting sustainability, and that the more of these factors that are addressed, the higher 
the likelihood of sustaining change.

CONCLUSION
Since  the  middle  of  the  20th  century,  organizational  change  management  has  become  an 
increasingly  necessary  and  strategic  management  skill  for  any  leader  or  manager.  The 
corresponding body of work elaborated in the past decades, consisting of theoretical models and 
methodologies, guidelines and tools, as well as extensive research data, has grown in size and 
insight,  providing professionals with all the necessary background and support for delivering 
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successful change projects and results. The concept has been relentlessly underused around the 
world,  most  of  the  managers  and  leaders,  both  from  public  and  private  organizations, 
overlooking the advantages and added value that effective change management can bring to the 
overall strategic management of the company. In this context, the paper aimed to identify the 
industries and sub-industries that could benefit the most from change management done in a 
proper  way.  These  industries  would  best  benefit  from the  effective  management  of  change 
(mostly  related  to  the  managerial  skill  set),  being  the  most  vulnerable  to  the  post  crisis  
environment. 
However,  it  was  discovered  that  implementation  of  change  often  results  in  periods  of 
organizational tension because it involves moving from the known to the unknown and therefore 
risky, stressful and complex. Also, it can be effective with participative style of management 
such as  training  employees  on  change during  implementation  which  gives  them knowledge, 
skills  and  expertise  needed  during  the  change  process,  hence,  fostering  quick  and  smooth 
implementation of the change. 

RECOMMENDATIONS
The paper proposes that the effective management of organizational change would benefit not 
only individual organizations by raising competitiveness, but also by reducing the economic and 
development gap between nations. To this end, organization should be ready to accept change 
which would eventually lead to change in plan in order to achieve predetermined performance. 
Organizations should also take cognizance of their environment via scanning as this is the only 
way by which pressure on it can be reduced during change. In order to achieve successful change 
implementation,  workers  should  be  properly  trained  on  change  programmes  and  should  be 
educated on the reasons for change.  And in order to  avoid resistance to  change, appropriate 
change  strategies  should  be  put  in  place  by  change  managers  the  participative  strategy  is 
recommended  for  change  managers.  Managers  are  also  encouraged  to  anticipate  for  change 
especially in this era of information and communication technology. When this is done, it is hope 
that the objective of embarking on change can be achieved.
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