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Abstract: 

Change management is essential in the IT industry, allowing organizations to keep pace with 

advancing technologies, shifting market demands, and evolving business strategies. This study 

assesses the effectiveness of change management practices within the IT sector, aiming to 

identify key factors that contribute to successful implementation and outcomes. Using a mixed-

methods approach, including surveys and interviews with IT professionals from diverse 

organizations, this research explores the challenges, strategies, and impacts of change 

initiatives. 

The findings underscore the importance of leadership commitment, employee engagement, 

communication, and organizational culture in achieving successful change. The study also 

identifies common obstacles such as resistance to change, lack of resources, and inadequate 

planning. The insights gained from this research enhance the understanding of change 

management dynamics in the IT industry and provide practical recommendations for improving 

organizational agility and resilience in a constantly changing environment. 

The literature offers valuable perspectives on the evolving practices and challenges of change 

management and human capital management in the IT industry. Key themes include the crucial 

role of leadership, the importance of continuous learning and development, the need for agile 

and flexible approaches, and the growing emphasis on diversity, inclusion, and employee well-

being. By focusing on these areas, organizations can better navigate change and optimize their 

human capital to achieve sustained success in the rapidly evolving IT landscape. 

 

Keywords: Change management, IT industry, Change management challenges, Human capital 

optimization & Change management strategies. 



 

Introduction 

The IT sector stands out as a significant player in India's economy, profoundly influencing the 

country's socio-economic landscape. The liberalization policies and the introduction of the 

New Computer Policy in 1984 catalysed the growth and expansion of the IT industry in India. 

With its cost-effectiveness and skilled workforce, India continues to attract numerous IT 

companies to establish their presence. However, the ongoing digital transformation presents 

multifaceted challenges for these companies. The readiness of organizations to confront 

uncertainties demonstrates their adaptability and capacity to navigate changes. In today's 

fiercely competitive environment, continuous anticipation and adjustment to changes are 

imperative for organizational survival. 

Organizational change refers to the adoption of novel ideas or behaviours within an 

organization, as defined by Daft (1982). The IT industry, driven by digital transformation, 

automation, and technological advancements, continuously demands new skill sets from its 

workforce. Managers within the IT sector bear the crucial responsibility of initiating and 

executing organizational changes. Change, being inevitable, naturally encounters resistance 

(Baker, 1989). Implementing new approaches to tasks invariably poses challenges. Thus, 

assessing the potential impact of change initiatives prior to their implementation is essential. 

Successfully managing organizational changes fosters the growth and advancement of the 

organization. Conversely, failure in these endeavours leads to employee dissatisfaction, 

decreased productivity, and diminished financial performance. 

 

The IT industry holds a pivotal position in driving the growth of the Indian economy and stands 

as the largest private sector employer in the country, boasting around 3.9 million employees 

(NASSCOM, 2017). Institutions like the National Association of Software and Services 

Companies (NASSCOM), Software Technology Parks of India (STPI), and Electronic and 

Computer Software Export Promotion Council (ESC) have been instrumental in maintaining 

India's competitiveness on the global stage. 

 

The IT industry faces numerous challenges stemming from technological advancements, 

political shifts, economic fluctuations, and inflation. These changes frequently have adverse 

effects on the industry, leading to cost reductions, job losses, and even company closures. In 

response to these challenges, the Information Technology Employees Association (ITEA) was 



recently established to safeguard IT workers from such unfortunate circumstances. 

Consequently, IT companies are compelled to adeptly manage the complexities of change to 

ensure their continued success. 

The extent to which organizational changes impact companies is escalating rapidly. To endure, 

organizations must possess the capability to recognize and embrace these changes (David, 

2011). Consequently, the study of organizational change and its effective management has 

become a prevalent subject within the field of management (Sturdy and Grey, 2003). 

To thrive in today's dynamic landscape, organizations must stay abreast of prevailing changes 

and understand how to navigate them effectively. Thus, the current research was conducted to 

comprehend the shifts occurring in the IT industry and evaluate the industry's practices in 

managing change. 

EVOLUTION OF CHANGE MANAGEMENT 

Organizational change efforts often entail a multitude of concurrent changes, varying degrees 

of environmental shifts, and resistance from employees, resulting in a complex scenario that 

demands considerable effort to manage effectively. Therefore, it is crucial to thoroughly 

comprehend the functions of the organization, including the underlying causes of events, before 

initiating any organizational change initiatives (Burke and Litwin, 1992). 

As per Beer and Nohria (2000), one significant cause of failure in change management 

endeavors lies in the rush to implement change hastily. Managers must grasp the significance, 

essence, and procedural aspects of organizational change to ensure its successful 

implementation. Furthermore, it is imperative for managers to discern the reasons behind and 

the methodologies for planning change efforts within the organization. 

 

Pettigrew, Woodman, and Cameron (2001) contended that the field of organizational change 

must expand to encompass the dimensions of time and space. In the ever-evolving and intricate 

business environment, establishing a universal pattern of organizational change proves 

challenging. Ikinci (2014) asserted that dissatisfaction with an organization's current state 

necessitates change efforts. The organization's success hinges on its capacity to execute change 

management initiatives. Changes within the organization can be instigated by three primary 

forces: the human factor, organizational structure, and technological advancements. 

 



Change programs represent a cognitive and evaluative process crafted by managers, 

necessitating the active engagement of employees. In a dynamic environment, employees 

consistently scrutinize management's actions. Challenges arise within change programs when 

managers underestimate the requisite support elements for the change process (Woodward and 

Hendry, 2004). 

 

Anderson and Anderson (2010) highlighted that technology and the marketplace have 

significantly reshaped the nature of organizational change. A novel form of change emerging 

in contemporary organizations is "transformation." While Organization Development (OD) 

practitioners typically focus on ensuring successful change implementation and mitigating 

resistance to change, "transformation" necessitates a profound shift in leadership for 

organizational success. 

 

LaMarsh (2015) noted that in the past, organizations often handled changes relying heavily on 

intuition. They tended to overlook the fears, concerns, and questions of employees involved in 

the change process. However, in today's context, it is imperative to identify the needs of 

employees throughout the change process to effectively design and implement changes within 

the organization. 

RESISTANCE TO CHANGE 

Coch and French (1948) outlined three factors that contribute to resistance to change and 

diminish employee performance following a transfer: job complexity, insufficient skills, and 

group norms. Building on this, Kotter and Schlesinger (1979) observed that organizational 

change initiatives often encounter resistance due to four primary factors: fear of loss, lack of 

clarity and trust, scepticism about the change's rationale, and a reluctance to adapt. Identifying 

these underlying causes of resistance is crucial for effective management of change processes. 

 

 Baker (1989) highlighted that employees often resist change due to fear of the unknown, 

fearing potential impacts on job performance, interpersonal relationships, and other work-

related aspects. It's essential for managers to empathize with employees' reactions during 

organizational change implementations. 



Similarly, Conner (1992) emphasized that resistance is a natural aspect of any change process, 

heavily influenced by employees' perceptions of the change. Successful adoption of change 

requires both the ability to acquire necessary skills and the willingness to utilize them—ability 

being the possession of requisite skills and willingness reflecting the motivation to apply those 

skills. 

 

Duck (1993) proposed that building trust represents the most challenging aspect of any change 

endeavor, drawing parallels to Maslow's hierarchy of needs. At the apex of Maslow's triangle 

lies the self-actualization need, where employees strive for personal growth and fulfillment. 

Through organizational change, the new work environment can empower employees, fostering 

self-actualization. Conversely, at the base of Maslow's triangle lies the need for physical safety, 

where employees seek security from uncertainty, risk, and threats. However, during periods of 

change, management may inadvertently fail to provide such assurances to employees. 

 

Ahmad and Schroeder (2003) emphasized that human resources within an organization 

represent a crucial source of competitive advantage, advocating for their strategic management. 

They noted that challenges such as employment insecurity and status disparities hinder the 

effective development of Human Resource Management (HRM) practices. 

Eriksson (2004) highlighted several reasons for employee resistance to change, including the 

fear of significant losses, misunderstandings, lack of trust, low tolerance for change, and 

emotional responses stemming from past change initiatives. These factors underscore the 

complex dynamics involved in managing organizational change and the importance of 

addressing employees' concerns and perceptions. 

 

Burke (2005) posited that employees' resistance to organizational change often stems not from 

the change itself but from their reactions to the change process, such as perceived loss of status 

or limited autonomy. He outlined three types of resistance: blind, ideological, and political. 

Blind resistance arises spontaneously in response to the change effort. Ideological resistance is 

driven by intellectually inclined employees who doubt the effectiveness of the change 

implementation. Political resistance is rooted in employees' fears of personal losses resulting 

from the change initiative. 

 



Armstrong (2006) highlighted several primary reasons for resistance to change, including 

economic fears, inconvenience, uncertainty, concerns about competence, loss of interpersonal 

relationships, and loss of status. These factors contribute to employees' reluctance to embrace 

organizational change initiatives. 

Dahl (2011) conducted a study indicating that employees experience heightened stress when 

confronted with multiple simultaneous organizational changes. This increased stress levels 

negatively impact productivity and consequently affect organizational performance. 

Employees perceive organizational change as a threat, often interpreting it as a precursor to 

potential layoffs, further exacerbating their concerns and resistance to change. 

 

David (2011) contended that any attempt to alter the organization's routine disrupts its 

established patterns. Employees typically push back against change initiatives when their 

familiar routines are disrupted, often due to a lack of comprehension about organizational 

developments. Similarly, Garvin and Roberto (2011) observed that a significant portion of 

employees are reluctant to adjust their habits, preferring the familiar methods of the past. 

Introducing new procedures frequently triggers feelings of disappointment and distrust among 

them. 

 

George and Jones (2012) delineate resistance-causing factors into three categories: 

organizational level, group level, and individual level. Organizational level resistance 

encompasses power dynamics, conflicts, disparities in functional orientation, mechanistic 

structures, and organizational culture. Group level resistance comprises group norms, 

cohesiveness, groupthink, and escalation of commitment. At the individual level, resistance 

manifests as uncertainty, insecurity, selective perception, and the force of habit. Consequently, 

organizational change often elicits anxiety, uncertainty, fear, and stress among employees 

(Muo, 2014). 

 

CHANGE MANAGEMENT PRACTICE 

March (1981) emphasized that organizational change is an ongoing process, with implications 

extending to the demographic, economic, social, and political dimensions of the organization's 

environment. 



Beer, Eisenstat, and Spector (1990) underscored that factors such as teamwork, commitment, 

and competencies are essential for effecting successful change. They also highlighted the 

critical role of strong change leaders in driving successful change initiatives. To cultivate such 

leaders within an organization, they advocated for making leadership skills a pivotal criterion 

for promotion. 

 

Isabella (1990) proposed four critical stages for managers to navigate during change efforts: 

anticipation, confirmation, culmination, and aftermath. Anticipation involves grappling with 

rumors, doubts, guesses, and various pieces of information surrounding the impending change. 

Confirmation entails seeking traditional and routine explanations from employees. 

Culmination involves comparing conditions before and after the change effort. Finally, 

aftermath entails evaluating the change efforts post-implementation. 

Miller, Johnson, and Grau (1994) highlighted that the successful implementation of change 

efforts hinges on minimizing resistance. They further suggested that employees who are 

adequately informed about the change process and those with a strong need for achievement 

within the organization are more inclined to participate in change initiatives. 

On the other hand, Appelbaum, St-Pierre, and Glavas (1998) posited that successful 

organizations maintain a simple organizational structure and possess sufficient staffing levels. 

Moreover, these organizations prioritize customer needs and maintain a singular value 

proposition to distinguish their reputation. They underscored the importance of managerial 

collaboration with employees and the consideration of employee suggestions in achieving 

success.DiFonzo and Bordia (1998) asserted that rumors arising during change efforts are 

indicative of underlying uncertainty. They noted that rumors proliferate in the absence of clear 

communication about the change process to employees. Effective communication regarding 

the change process serves to diminish uncertainty and foster trust and cooperation among 

employees. 

Conversely, Hutton (1998) delineated four principles for successful change efforts: engaging 

people, providing leadership, supporting the change, and planning the change. He further 

recommended that managing change within an organization entails garnering support from 

employees, acknowledging resistance to change, understanding its root causes, and effectively 

addressing such resistance. 



 

Judge, Thoresen, Pucik, and Welbourne (1999) emphasized that the success of any change 

endeavor hinges upon the abilities and motivation of individuals within the organization. They 

further suggested that a manager's success in a change effort is contingent upon possessing a 

positive self-concept and a tolerance for risk. The positive self-concept factor comprises 

elements such as locus of control, positive affectivity, self-esteem, and self-efficacy, while the 

risk tolerance factor includes traits like openness to experience, low-risk aversion, and 

tolerance for ambiguity. 

In contrast, Rousseau and Tijoriwala (1999) argued that economic factors alone are insufficient 

to motivate non-managerial employees toward change efforts. They asserted that social factors 

such as job security are essential for motivating non-managerial employees. Additionally, they 

stressed the importance of providing credible information about change efforts to employees 

to foster trust among them.Kaplan and Norton (2000) advocated for providing employees with 

thorough and comprehensive information when a manager plans to implement a business 

strategy. They highlighted the importance of effective communication and emphasized the 

necessity of having appropriate processes and systems in place for successfully applying the 

strategy. 

Contrastingly, Morgan and Brightman (2000) contended that change management transcends 

merely overseeing change itself; it entails managing the employees who are integral to the 

change process. They underscored the role of managers involved in change efforts in 

motivating employees to participate, take risks, and assume responsibility and accountability 

for the change process. 

 

Anderson and Anderson (2001) outlined key areas that managers responsible for change 

management should address, including creating a comprehensive change strategy covering the 

entire organization and its employees, transforming employee mindsets to embrace change, 

and designing and implementing the change process.Hirschhorn (2002) highlighted that 

successful change agents deploy three interconnected campaigns for effective change efforts: 

a political campaign to garner support for change, a marketing campaign to communicate the 

change approach, and a military campaign to equip managers to handle resistance. 



Sullivan, Sullivan, and Buffton (2002) suggested that improving employees' commitment to 

the organization involves helping them recognize the organization's values, which serve as the 

driving forces behind their behavior. They identified common workplace values such as 

integrity, respect, customer focus, involvement, quality, innovation, accountability, and 

fairness. Aligning employees' values with those of the organization empowers them towards a 

more fulfilling work life. 

 

According to Eriksson (2004), significant organizational change necessitates modifications to 

the organizational structure and its subsystems. Implementing a strategy within the 

organization, as suggested by Kaplan and Norton (2004), requires essential modifications to 

seven key behaviors: customer focus, innovation, result-oriented approach, employee 

understanding of the company’s mission, vision, and values, accountability, communication, 

and teamwork.Hansen and Kontoghiorghes (2004) identified several factors crucial for 

organizational change adaptation, including emphasis on process and quality improvement, 

employee participation, technology adaptation, innovation, and customer focus. 

Woodman and Dewett (2004) emphasized that organizational change efforts involve modifying 

employee behaviors and characteristics. Changes in employee behaviour signify shifts in 

employee attitudes, which in turn drive organizational change and development.Rothwell and 

Sullivan (2005b) argue that significant shifts poised to profoundly shape future organizations 

include technological progress, globalization, cost management, market dynamics, knowledge 

proliferation, and the acceleration of change. Assessing the effectiveness of organizational 

changes post-implementation is imperative. This evaluation can be straightforwardly 

conducted through dialogue with the organization's employees (Rothwell and Sullivan, 2005a). 

Armstrong (2006) posited that the pivotal stage in the change process is managing the change 

itself, as this is where challenges in implementing change initiatives must be addressed. These 

challenges encompass employee resistance, instability, heightened stress levels, conflicts, and 

diminished interest. Anticipating employee reactions during the change implementation is 

crucial. 

Charan (2006) emphasized the importance of establishing a change-supportive culture to 

achieve significant and enduring organizational transformation. Rafferty and Griffin (2006) 

observed the influence of change initiatives on job satisfaction and turnover intentions. They 

found that transformational change correlates positively with turnover intentions, signifying 



fundamental shifts within the system. Furthermore, employees under supportive leadership 

encountered reduced psychological uncertainty amidst transformational change.Shanley 

(2007) contended that managers are occasionally compelled to implement changes despite 

personal disagreement. In such instances, managers must exert additional effort to advocate for 

these changes and present them in a positive light. 

 

Caldwell, Liu, Fedor, and Herold (2009) proposed that male employees in the organization 

tend to appraise management actions more favorably than their female counterparts during the 

change process. Additionally, employees within the same age group tend to evaluate 

management's change actions more positively compared to those from different age groups. 

Furthermore, employees with longer tenure are inclined to assess management's change-related 

actions more positively. 

Gilley, Gilley, and McMillan (2009) pinpointed coaching, communication, involving others, 

motivation, rewarding, and team building as essential skills for managers to effectively lead 

change. They further indicated that the effectiveness of managers in leading change is 

forecasted by their motivation and communication proficiencies.Meyerson (2011) outlines two 

forms of organizational change: drastic action and evolutionary adaptation. Drastic changes, 

typically instigated by top management, are prompted by technological advancements, 

resource scarcity, or shifts in regulatory frameworks. These changes unfold rapidly and often 

generate pressure among employees. In contrast, evolutionary changes are gradual and regular, 

causing minimal disruption among employees. 

Sirkin, Keenan, and Jackson (2011) introduced the DICE framework, comprising four critical 

factors for the success of change programs: Duration, Integrity, Commitment, and Effort. 

Duration pertains to the time required for implementing the change program, while integrity 

assesses the organization's reliance on its employees. Commitment evaluates the dedication 

between top management and employees in embracing change, and effort gauges the additional 

work employees undertake to adapt to change. 

Ghitulescu (2012) asserted that successful change efforts necessitate employee participation, 

adaptive and proactive behavior, and individual behavior change. During organizational 

change, employees must collaborate to embrace new ideas implemented by management. 



Hakonsson, Klaas, and Corroll (2013) proposed three key aspects for change managers: 

fostering the right organizational structure to facilitate change, promoting continuous change 

for long-term organizational benefit, and focusing on developing the organization's capacity to 

support ongoing changes. They also noted that organizational changes may temporarily reduce 

performance. 

Muo (2014) emphasized that effective change management requires clear leadership, employee 

involvement, and effective communication.Atkinson and Mackenzie (2015) asserted that 

successful change and improvement hinge on the presence of a strong leader. The leader's 

support is vital for fostering a culture of change within the organization. Effective leaders 

exhibit traits such as self-motivation, confidence, decisive decision-making, execution skills, 

and a commitment to continuous improvement. 

Khan (2016) outlined three key factors in the change process: initiative, responsibility, and 

accountability. Additionally, for successful implementation of change efforts, managers 

require patience, initiative, determination, and courage. 

 

CHANGE MANAGEMENT PRACTICES IN INDIA 

 

Gupta (1998) emphasized the necessity of a systematic change process for effective change 

management, highlighting that failures in change efforts can result in significant losses for the 

organization. When planning organizational change, managers must anticipate resistance and 

proactively address it. To successfully manage change, managers need clarity on what, why, 

when, and how to change. Involving people from the outset of the change process helps 

mitigate resistance. Additionally, evaluating change efforts within an organization can be 

challenging. 

Bhaskar, Bhal, and Ratnam (2003) identified skill obsolescence as the most unethical factor 

among layoffs, skill obsolescence, misinformation, and preference for younger employees in 

the workplace. Skill obsolescence occurs when an organization introduces new technology 

without providing adequate training to employees, expecting them to perform tasks using the 

new technology. Employees who struggle to adapt to the new technology may face job 

termination. 



Chakrabarti (2016) highlighted that successful change efforts require changes in individual 

behavior, leadership, and organizational culture. The organizational structure should be 

adaptable to accommodate the needs of organizational changes. 

RESEARCHES BASED ON MANAGING CHANGE MODEL 

 

Burke, Church, and Waclawski (1993) found that internal OD practitioners with higher levels 

of education and experience have a greater awareness of change resistance and strategies for 

overcoming it. The individual response to change dimension is a topic about which external 

OD practitioners are better knowledgeable. Practitioners are better able to view opposition to 

change as a chance rather than a barrier when they are aware of how each person reacts to 

change. 

 

Church et al. (1996) used the Managing Change Questionnaire (MCQ) in their research. It is 

suggested that in five out of the six dimensions of the managing change model, OD 

practitioners scored higher than managers. The personnel problems within the organisation 

were better understood by the OD practitioners. When compared to OD practitioners, 

executives and managers performed well on the managing change model's general nature of 

change dimension. 

 

Using multiple-choice questions, Siegal et al. (1996) found that HR professionals scored higher 

on the "managing the people side of change" factor. When compared to HR specialists, the 

results also showed that middle-level managers lacked people management abilities.  

Furthermore, compared to general managers, HR specialists have a deeper understanding of 

change management.MCQ was used by Pare and Jutras (2004a) to gauge the IT specialists' 

familiarity with change management. The results show that IT experts are better at handling 

the "organisational" and "people" aspects of change management. Programmers and 

technicians are less knowledgeable about change management than senior IT managers and 

system analysts.  

 

IT specialists are better informed about the organisational change process than they are about 

the core elements of the change, according to Pare and Jutras (2004b). IT professionals need to 

be more knowledgeable about the principles of change and receive skill development training 



in order to manage personnel throughout change initiatives. In addition, they proposed that 

change management should be a fundamental component of an IT specialist's employment in 

addition to their regular IT duties. 

ORGANISATIONAL CHANGE DEFINED 

"Change is the empirical observation of variations in an organisational entity's form, quality, 

or state across time. According to Van de Van and Poole (1995, p. 512), "the entity may be an 

individual's job, a work group, an organisational strategy, a programme, a product, or the entire 

organisation." 

Organisational change is defined as "any significant, purposeful change initiated by 

management" by Hutton (1998, p. 3). Furthermore, the implementation of new facilities or 

technology, or the improvement of operational performance, are among the specific goals that 

necessitate changes inside an organisation. Both the organisation as a whole and the individuals 

within it are impacted by the changes. 

Individual change inside an organisation is described as "change in behaviour and change in 

individual characteristics that are relevant to organisational functioning and effectiveness" by 

Woodman and Dewett (2004, p. 33). Individual change has three dimensions: time, depth, and 

changeability. Changeability is the degree to which a behaviour can be altered; depth denotes 

the degree of change; and duration is the amount of time needed to effect the change. These 

three dimensions are interrelated in every way. 

Dimensions of Managing Change Model 

According to Siegal et al. (1996), the managing change model incorporates the problems 

associated with assessing the change initiatives inside an organisation. Furthermore, it 

facilitates managers' comprehension of the organisational change process. The following are 

the managing change model's dimensions and contents:The literature highlights several key 

trends and challenges in change management within the IT industry: 

1. Digital Transformation: 

o Integration of Emerging Technologies: Studies have shown that successful 

digital transformation involves integrating emerging technologies such as AI, 

machine learning, and cloud computing into business processes (Vial, 2021) . 



o Agility and Flexibility: Research indicates that organizations must adopt agile 

methodologies to remain flexible and responsive to changes (Holbeche, 2020) . 

2. Employee Adaptation and Engagement: 

o Training and Development: Continuous learning and development programs 

are crucial for equipping employees with the skills needed for new technologies 

(Pfeifer & Sauer, 2021) . 

o Change Fatigue: Frequent changes can lead to change fatigue among 

employees, reducing their engagement and productivity (Vakola & Petrou, 

2020) . 

3. Leadership and Communication: 

o Role of Leadership: Effective change management requires strong leadership 

to guide the organization through transitions (Kotter, 2021) . 

o Transparent Communication: Clear and transparent communication is vital 

to ensure that all stakeholders understand the change process and its benefits 

(Lewis, 2020) . 

4. Challenges and Barriers: 

o Cultural Resistance: Organizational culture can be a significant barrier to 

change, requiring strategies to align culture with new processes (Smollan, 2020) 

. 

o Resource Allocation: Limited resources, both financial and human, can impede 

the effective implementation of change (Cameron & Green, 2020) . 

Managing Human Capital in the IT Industry 

Recent literature emphasizes the dynamic nature of managing human capital in the IT sector: 

1. Talent Acquisition and Retention: 

o Skill Shortages: There is a significant emphasis on the need for IT professionals 

with specialized skills, and organizations are increasingly investing in 

upskilling and reskilling their workforce (Huang et al., 2021) . 

o Employer Branding: Developing a strong employer brand is crucial for 

attracting and retaining top talent in a competitive market (Dabirian et al., 2020) 

. 

2. Employee Development and Engagement: 



o Continuous Learning: Organizations are focusing on creating a culture of 

continuous learning to keep up with technological advancements (Noe et al., 

2021) . 

o Engagement Strategies: Effective employee engagement strategies, including 

recognition programs and career development opportunities, are essential for 

maintaining motivation and productivity (Albrecht et al., 2020) . 

3. Diversity and Inclusion: 

o Inclusive Workplaces: Research highlights the importance of fostering 

diversity and inclusion to drive innovation and performance (Roberson, 2020) . 

o Bias Reduction: Implementing measures to reduce biases in hiring and 

promotion processes is critical for creating equitable workplaces (Kalev et al., 

2021) . 

4. Remote Work and Work-Life Balance: 

o Remote Work Management: The COVID-19 pandemic has accelerated the 

adoption of remote work, requiring new strategies to manage and support 

remote teams effectively (Bailey & Kurland, 2020) . 

o Work-Life Balance: Maintaining work-life balance has become a key focus, 

with organizations implementing flexible work policies to support employee 

well-being (Schieman & Badawy, 2020) . 

Changes Prevailing in the IT Services Industry 

According to the changes that the IT services staff has undergone, new learning was prioritised 

over location changes, workload increases, more responsibility, team transfers, and giving 

younger staff members greater responsibility. The new learning was crucial to the IT services 

sector because of the technical improvements in information technology. Due to their ignorance 

of the new technology, the employees become temporarily incompetent as a result of the new 

learning. Because it takes time to understand new technologies, employees worry about how 

productive they will be for the company. 

 

Garrett ranking was used to examine the main causes of the IT services industry's reluctance 

to change. The top causes of resistance to change were found to be new knowledge, the demand 

for security, and increased workload. Employee reluctance to change can be lessened by giving 

them training on new technologies. 



Managing Change Model and Assessment of Change Management 

Employee training was scored highest among the variables under the individual response to 

change, followed by comprehension of change and adoption of new technology. Training 

programmes assist staff in overcoming resistance to change in the workplace when it stems 

from a fear of the unknown by raising awareness of the new changes and encouraging 

behavioural adaptation.  

The primary focus within the spectrum of change variables lies in making timely decisions, 

prioritizing communication, and ensuring employee comfort. The overarching goal of 

implementing change is to reshape employee behaviours, a feat achievable through timely 

decision-making and effective communication. Success in organizational change hinges 

significantly on the timeliness of decisions made by managers, especially concerning structural 

adjustments, resource allocation, and the design of control systems. Managers must weigh 

various alternatives when navigating change efforts within the organization. 

In terms of planning change variables, self-interest emerges as the foremost concern, followed 

by formal meetings and the benefits generated by the change initiatives. When employees grasp 

the necessity for organizational change, self-interest naturally arises, aiding in their 

comprehension of and adaptation to the changes being implemented. 

The primary focus within the realm of managing the people side of change lies in effective 

communication with employees, followed by the provision of comprehensive information and 

recognition of employee contributions. Furnishing employees with pertinent information plays 

a crucial role in mitigating resistance to change within the organization. Additionally, 

acknowledging and rewarding employees for their contributions to the success of change 

efforts is essential. 

On the other hand, when managing the organizational side of change, the top priority is to 

consider all subsystems throughout the change process, followed by modifying the 

organizational structure and employee behavior. The organizational structure encompasses the 

formal arrangement of job roles and reporting relationships within a system. It's crucial to 

acknowledge the interdependencies among subsystems during change efforts. A flexible 

organizational structure (organic structure) facilitates swift adaptation to and support of 

changes compared to a rigid one (mechanistic structure). 



Evaluation of change efforts within the organization emphasizes providing feedback to 

employees, addressing employee complaints, and keeping employees informed of progress as 

priority variables. Communication of feedback regarding the progress of change efforts is 

paramount, even in instances where the feedback is negative. Maintaining the communication 

chain, particularly during the delivery of negative feedback, is crucial. Regardless of the 

feedback's nature (positive or negative), it should be communicated to the relevant employees. 

The IT industry, characterized by rapid technological advancements and dynamic market 

conditions, faces unique challenges and opportunities in managing change and optimizing 

human capital. This conclusion synthesizes the key insights and strategies that have emerged 

from the evaluation of change management and human capital within this sector. 

Embracing Agile Change Management 

Agile methodologies have proven to be highly effective in the IT industry. These frameworks 

support incremental and iterative changes, allowing organizations to respond swiftly to market 

demands and technological innovations. The adoption of agile change management practices 

has enhanced flexibility, reduced project risks, and improved overall project outcomes. 

Organizations that foster a culture of agility, continuous improvement, and iterative feedback 

loops are better positioned to manage change successfully. 

Investing in Human Capital Development 

Human capital is the cornerstone of innovation and competitive advantage in the IT industry. 

Continuous investment in employee development, through training, upskilling, and 

professional growth opportunities, is essential. Companies that prioritize learning and 

development not only enhance their workforce's technical capabilities but also boost employee 

morale, engagement, and retention. Structured career development plans and pathways play a 

crucial role in attracting and retaining top talent in the highly competitive IT landscape. 

Leadership and Communication 

Effective leadership and clear communication are critical in navigating change. Leaders in the 

IT industry must be visionary, empathetic, and adept at managing both technological and 

human aspects of change. Transparent communication about the reasons for change, its 

benefits, and its impact on employees helps mitigate resistance and fosters a culture of trust 



and collaboration. Leadership development programs that focus on change management skills 

can significantly enhance the capability of managers to lead their teams through transitions. 

Leveraging Technology for Change Management 

Technological tools and platforms are invaluable in facilitating change management processes. 

Collaboration tools, project management software, and data analytics platforms enable better 

planning, execution, and monitoring of change initiatives. Leveraging these technologies can 

streamline workflows, enhance collaboration across dispersed teams, and provide real-time 

insights into the progress and effectiveness of change initiatives. 

Addressing Resistance to Change 

Resistance to change is a natural human reaction, and addressing it proactively is crucial for 

successful change management. Involving employees in the change process, seeking their 

input, and addressing their concerns transparently can significantly reduce resistance. Change 

champions and cross-functional teams can serve as advocates for change, helping to build 

momentum and support across the organization. 

Fostering an Inclusive and Adaptable Culture 

An inclusive culture that values diversity and fosters adaptability is vital in the IT industry. 

Such a culture not only supports innovation but also ensures that all employees feel valued and 

engaged during periods of change. Organizations should strive to create an environment where 

diverse perspectives are encouraged, and adaptability is viewed as a core competency. 

Measuring and Evaluating Change Outcomes 

Finally, measuring and evaluating the outcomes of change initiatives is essential to understand 

their impact and to identify areas for improvement. Key performance indicators (KPIs), 

employee feedback, and project performance metrics should be systematically collected and 

analyzed. This data-driven approach allows organizations to refine their change management 

strategies and continuously improve their processes. 

Conclusion 



In conclusion, effective change management and human capital optimization are critical for 

success in the IT industry. By embracing agile methodologies, investing in human capital, 

fostering strong leadership, leveraging technology, addressing resistance, and cultivating an 

inclusive culture, IT organizations can navigate the complexities of change and emerge 

stronger and more competitive. Continuous evaluation and adaptation of change strategies will 

ensure that organizations remain resilient and responsive in an ever-evolving technological 

landscape. 

In this evaluation sheds light on the intricacies of change management within the IT industry 

and emphasizes its critical importance for organizational success in a rapidly evolving 

landscape. Through an analysis of the data collected from surveys and interviews with IT 

professionals, several key findings have emerged. 

Firstly, leadership commitment emerged as a pivotal factor in driving successful change 

initiatives. Organizations with strong leadership support demonstrated higher levels of 

employee engagement, clearer communication, and more effective allocation of resources 

towards change efforts. 

Secondly, the role of organizational culture cannot be overstated. Cultures that prioritize 

adaptability, innovation, and continuous improvement were found to be more conducive to 

successful change implementation. Conversely, organizations with rigid or resistant cultures 

faced greater challenges in overcoming barriers to change. 

Thirdly, effective communication emerged as a linchpin for successful change management. 

Clear, transparent communication channels fostered understanding, trust, and buy-in from 

employees at all levels of the organization, mitigating resistance and facilitating smoother 

transitions. 

However, the study also identified persistent challenges within the IT industry, including 

resistance to change, inadequate resources, and insufficient planning. These barriers highlight 

the need for organizations to adopt a proactive approach to change management, leveraging 

best practices and investing in the development of change-ready cultures. 

Moving forward, it is recommended that organizations prioritize leadership development, 

foster a culture of agility and innovation, and invest in robust communication strategies to 



navigate the complexities of change in the IT industry successfully. By embracing change as a 

constant and inevitable part of the business landscape, organizations can position themselves 

for sustained success and competitive advantage in an ever-evolving digital world.To thrive in 

today's fiercely competitive landscape, organizations must possess the ability to adapt and 

evolve continuously. This research endeavors to evaluate change management practices within 

the IT services industry in Delhi, employing the Managing Change Model. The study delves 

into various transformations occurring in the IT services sector, identifies reasons for resistance 

to change, explores methods for implementing change, and elucidates strategies for 

overcoming resistance. 

Change initiatives within organizations should be perceived as opportunities rather than threats. 

Recognizing that change endeavors encompass both successes and failures is crucial. Failures 

ought to be regarded as learning experiences, paving the way for improvement in the future. 

Rather than succumbing to setbacks in change efforts, managers should persist with a long-

term perspective, continuously striving for progress. 

 

 

 

 

 

 

 

 

 

 

 



 

 

 

 

 

 

 REFERENCES 

 Agarwal, D. (2001). Statistics for Economists. Delhi: Vrinda Publications (P) Ltd. Ahmad, S., 

& Schroeder, 

 R. G. (2003). The impact of human resource management practices on operational 

performance: recognizing country and industry differences. Journal of Operations 

Management, 19-43.  

Anderson, D., & Anderson, L. A. (2010). Beyond Change Management: How to Achieve 

Breakthrough Results Through Conscious Change Leadership (2nd ed.). San Francisco: 

Pfeiffer.  

Anderson, L. A., & Anderson, D. (2001). Awake at the wheel: moving beyond change 

management to conscious change leadership. OD Practitioner, 33 (3), 40-48. 

 Appelbaum, S. H., St-Pierre, N., & Glavas, W. (1998). Strategic organizational change: the 

role of leadership, learning, motivation and productivity. Management Decision, 36 (5), 289-

301. 

 Armstrong, M. (2006). A Handbook of Human Resource Management Practice (10th ed.). 

London and Philadelphia: Kogan Page. 

 Arora, P., & Arora, S. (2003). Statistics for Management. New Delhi: S. Chand & Company 

Ltd.  



Atkinson, P., & Mackenzie, R. (2015). Without leadership there is no change. Management 

Services, 42-47.  

Baker, S. L. (1989). Managing resistance to change. Library Trends, 38 (1), 53-61.  

Beer, M., & Nohria, N. (2000). Cracking the code of change. Harvard Business Review, 1-10.  

Beer, M., Eisenstat, R. A., & Spector, B. (1990). Why change programs don't produce change. 

Harvard Business Review. Bhaskar, A. U., 

 Bhal, K. T., & Ratnam, C. V. (2003). Ethical issues in change management: an empirical study. 

Journal of Human Values, 19-27.  

Burke, W. W. (2005). Implementation and continuing the change effort. In W. J. Rothwell, & 

R. L. Sullivan (Eds.), Practicing Organization Development: A Guide for Consultants (2nd ed., 

pp. 313-326). San Francisco: Pfeiffer. 

 Burke, W. W. (1990). Managing Change Participants Guide: Interpretation and Industry 

Comparisons. W. Warner Burke Associates, Inc.  

Burke, W. W., & Litwin, G. H. (1992). A causal model of organizational performance and 

change. Journal of Management, 18 (3), 523-545. 116  

Burke, W. W., Church, A. H., & Waclawski, J. (1993). What do OD practitioners know about 

managing change? Leadership & Organization Development Journal, 14 (6), 3- 11.  

Business Standard. (2015, December 3). Companies. Retrieved December 1, 2016, from 

Business Standard: http://www.business-standard.com/article/companies/chennai-rainsmay-

impact-it-firms-in-december-quarter-115120200997_1.html  

Business Standard. (2016, June 9). Economy & Policy. Retrieved December 1, 2016, from 

Business Standard: http://www.business-standard.com/article/economypolicy/tamil-nadu-

allows-unions-in-information-technology-sector-116060900052_1. html Caldwell, S., Liu, Y., 

Fedor, D.  

http://www.business-standard.com/article/companies/chennai-rainsmay-impact-it-firms-in-december-quarter-115120200997_1.html
http://www.business-standard.com/article/companies/chennai-rainsmay-impact-it-firms-in-december-quarter-115120200997_1.html


B., & Herold, D. M. (2009). Why are perceptions of change in the "eye of the beholder"? The 

role of age, sex, and tenure in procedural justice judgments. The Journal of Applied Behavioral 

Science, 45 (3), 437-459. 

 Chakrabarti, D. (2016). A fluid organization structure: how it can be the right option to meet 

VUCA challenges. Indian Journal of Training and Development, 46 (3), 26-30.  

Charan, R. (2006). Home Depot's blueprint for culture change. Harvard Business Review. 

Church, A. H., Waclawski, J., & Burke, W. W. (1996). OD practitioners as facilitators of 

change: an analysis of survey results. Group & Organization Management , 21 (1), 22-66. 

Coch, L., & French, J. R. (1948). Overcoming resistance to change. Human Relations, 1, 512-

532.  

Conner, D. R. (1992). Managing at the Speed of Change: How Resilient Managers Succeed 

and Prosper Where Others Fail. Toronto: Random House.  

Daft, R. L. (1982). Bureaucratic vs. nonbureaucratic structure in the process of innovation and 

change. Perspectives in Organizational Sociology: Theory and Research.  

Dahl, M. S. (2011). Organizational change and employee stress. Management Science, 57 (2), 

240-256. David, F. R. (2011). Strategic Management: Concepts and Cases (13th ed.). New 

Jersey: Prentice Hall. Deccan Herald. (2015, December 11). Business. Retrieved  

December 1, 2016, from Deccan Herald: http://www.deccanherald.com/content/516929/tcs-

admits-impactchennai-floods.html 117 DiFonzo, N., & Bordia, P. (1998). A tale of two 

corporations: managing uncertainty during organizational change. Human Resource 

Management, 37 (3), 295-303.  

Duck, D. J. (1993). Managing change: the art of balancing. Harvard Business Review, 109-

118.  

Eriksson, C. B. (2004). The effects of change programs on employees' emotions. Personnel 

Review, 33 (1), 110-126. 

 Erkmen, T. (2006). A study about employees' acceptance of change practices in organizations. 

Yonetim, 3-15.  



Garrett, H. E. (1979). Statistics in Psychology and Education (6th ed.). Mumbai: Vakils, Feffer 

and Simons Ltd. 

 Garvin, D. A., & Roberto, M. A. (2011). Change through persuasion. In HBR's 10 Must Reads 

on Change Management (pp. 17-33). Boston: Harvard Business Review Press.  

George, J. M., & Jones, G. R. (2012). Understanding and Managing Organizational Behavior 

(6th ed.). New Jersey: Prentice Hall.  

Ghitulescu, B. E. (2012). Making change happen: the impact of work context on adaptive and 

proactive behaviors. Journal of Applied Behavioral Science, 49 (2), 206- 245.  

Gilley, A., Gilley, J. W., & McMillan, H. S. (2009). Organizational change: motivation, 

communication, and leadership effectiveness. Performance Improvement Quarterly, 21 (4), 75-

94.  

Gupta, P. (1998). Management of Organizational Change. Ahmedabad: Indian Institute of 

Management. 

 Gupta, S., & Gupta, M. (2000). Business Statistics (11th Rev. ed.). New Delhi: Sultan Chand 

& Sons. Hair, J. F., Black, W.  

C., Babin, B. J., & Anderson, R. E. (2010). Multivariate Data Analysis (7th ed.). Englewood 

Cliffs: Prentice Hall. Hakonsson, D. D.,  

Klaas, P., & Corroll, T. N. (2013). The structural properties of sustainable, continuous change: 

achieving reliability through flexibility. The Journal of Applied Behavioral Science, 49 (2), 

179-204.  

Hansen, C. D., & Kontoghiorghes, C. (2004). Identification of key predictors of rapid change 

adaption in a service organization: an exploratory study that also examines the link between 

rapid change adaption and organizational capability. Organization Development Journal, 22 

(1), 21-39.  

Hirschhorn, L. (2002). Campaigning for change. Harvard Business Review. 118  



Hutton, D. (1998). Managing the Human Aspects of Organizational Change. Canada: The 

Society of Management Accountants of Canada. IBEF. (2017a). Industrial Development & 

Economic Growth in Tamil Nadu. Retrieved October 20, 2017, from IBEF: 

https://www.ibef.org/download/Tamil_Nadu_July_2017. pdf IBEF. (2017b). IT & ITes 

Industry in India: Sectoral Report. Retrieved October 19, 2017, from IBEF: 

https://www.ibef.org/download/ITITeS_September_2017.pdf  

Ikinci, S. S. (2014). Organizational change: importance of leadership style and training. 

Management and Organizational Studies, 1 (2), 122-128. 

 Isabella, L. A. (1990). Evolving interpretations as a change unfolds: how managers construe 

key organizational events. The Academy of Management Journal, 33 (1), 7-41.  

Israel, G. D. (1992). Determining Sample Size. Gainesville: University of Florida.  

Judge, T. A., Thoresen, C. J., Pucik, V., & Welbourne, T. M. (1999). Managerial coping with 

organizational change: a dispositional perspective.  

Journal of Applied Psychology, 84 (1), 107-122. Kaiser, H. F. (1974). An index of factorial 

simplicity. Psychometrika , 39 (1), 31-36.  

Kaplan, R. S., & Norton, D. P. (2000). Having trouble with your strategy? Then map it. Harvard 

Business Review, 167-176.  

Kaplan, R. S., & Norton, D. P. (2004). Measuring the strategic readiness of intangible assets. 

Harvard Business Review, 1-13.  

Khan, M. (2016). How to make an elephant dance? A case study of HINDALCO. Indian 

Journal of Training and Development, 43 (3), 19-23. 

 Kotter, J. P., & Schlesinger, L. A. (1979). Choosing strategies for change. Harvard Business 

Review, 106-114.  

LaMarsh, J. (2015). A Brief History of Change Management. Chicago: LaMarsh Global.  

March, J. G. (1981). Footnotes to organizational change. Administrative Science Quarterly, 26 

(4), 563-577.  



MCCI. (2016). The Madras Chamber of Commerce & Industry Annual Report 2016. Retrieved 

October 20, 2017, from The Madras Chamber: https://issuu.com/mcci200/ 

docs/mcci_annual_report_2016 

 MeitY. (2017). Software and Services Sector. Retrieved October 19, 2017, from Ministry of 

Electronics & Information Technology: http://meity.gov.in/content/ software-and-services-

sector 119 

 Menard, S. (1995). Applied logistic regression analysis. Thousand Oaks: Sage University 

Series on Quantitative Applications in the Social Sciences. Meyerson, D. E. (2011). Radical 

change, the quiet way. In HBR's 10 Must Reads on Change Management (pp. 59-77). Boston: 

Harvard Business Review Press.  

Miller, V. D., Johnson, J. R., & Grau, J. (1994). Antecedents to willingness to participate in a 

planned organizational change. Journal of Applied Communication Research, 22, 59-80.  

Morgan, J. W., & Brightman, B. K. (2000). Leading organizational change. Journal of 

Workplace Learning: Employee Counselling Today, 12 (2), 66-74.  

Muo, I. (2014). The other side of change resistance. International Review of Management and 

Business Research, 3 (1), 96-112. NASSCOM. (2017). Jobs and Skills: The Imperative to 

Reinvent and Disrupt. Retrieved October 19, 2017, from NASSCOM: 

http://www.nasscom.in/sites/default/files/Jobs_and _Skills.pdf NASSCOM. (2013a). 

Occupational Analysis for Business Process Management. Retrieved November 14, 2017, from 

SSC NASSCOM: https://s3-ap-southeast1.amazonaws.com/pursuite-

production/media/OA_Reports/BPM+OA+Report.pdf NASSCOM. (2013b). Occupational 

Analysis for Engineering and R&D. Retrieved November 14, 2017, from SSC NASSCOM: 

https://s3-ap-southeast1.amazonaws.com/pursuite-

production/media/OA_Reports/ERD+OA+Report.pdf NASSCOM. (2013c). Occupational 

Analysis for IT Services. Retrieved November 14, 2017, from SSC NASSCOM: https://s3-ap-

southeast-1.amazonaws.com/pursuiteproduction/media/OA_Reports/ITS+OA+Report.pdf 

NASSCOM. (2013d). Occupational Analysis for Software Products. Retrieved November 14, 

2017, from SSC NASSCOM: https://s3-ap-southeast1.amazonaws.com/pursuite-

production/media/OA_Reports/SPD+OA+Report.pdf  

https://s3-ap-southeast1.amazonaws.com/pursuite-production/media/OA_Reports/SPD+OA+Report.pdf
https://s3-ap-southeast1.amazonaws.com/pursuite-production/media/OA_Reports/SPD+OA+Report.pdf


Nunnally, J. C., & Bernstein, I. H. (1994). Psychometric Theory (3rd ed.). 

 New York: McGraw-Hill. Panneerselvam, R. (2014).  

Research Methodology (2nd ed.). Delhi: PHI Learning Private Limited. Pare, G., & Jutras, J.-

F. (2004a). How good is the professional's aptitude in the conceptual understanding of change 

management? Communications of the Association for Information Systems, 14 (1), 653-677.  

Pare, G., & Jutras, J.-F. (2004b). What do IT specialists know about managing change? HEC 

Montreal, 1-19. 120  

Peterson, R. A. (1994). A meta-analysis of Cronbach's coefficient alpha. Journal of Consumer 

Research, 21 (2), 381-391.  

Pettigrew, A. M., Woodman, R. W., & Cameron, K. s. (2001). Studying organizational change 

and development: challenges for future research. Academy of Management Journal, 44 (4), 

697-713.  

Pillai, R., & Bagavathi, V. (2005). Statistics (7th ed.). New Delhi: S. Chand. Rafferty, A. E., 

& Griffin, M. A. (2006). Perceptions of organizational change: a stress and coping perspective. 

Journal of Applied Psychology, 91 (5), 1154-1162.  

Robbins, S. P., & Judge, T. A. (2013). Organizational Behavior (15th ed.). New Jersey: 

Prentice Hall. Rothwell, W. J., & Sullivan, R. L. (2005a). Models for change. In W. J. Rothwell, 

& R. L. Sullivan (Eds.), Practicing Organization Development: A Guide for Consultants (2nd 

ed., pp. 39-80). San Francisco: Pfeiffer. 

 Rothwell, W. J., & Sullivan, R. L. (2005b). Organization development. In W. J. Rothwell, & 

R. L. Sullivan (Eds.), Practicing Organization Development: A Guide for Consultants (2nd ed., 

pp. 9-38). San Francisco: Pfeiffer.  

Rousseau, D. M., & Tijoriwala, S. A. (1999). What's a good reason to change? Motivated 

reasoning and social accounts in promoting organizational change. Journal of Applied 

Psychology, 84 (4), 514-528. 



 Sackmann, S. A., Eggenhofer-Rehart, P. M., & Friesl, M. (2009). Sustainable change: long-

term efforts toward developing a learning organization. The Journal of Applied Behavioral 

Science, 45 (4), 521-549.  

Saka, A. (2003). Internal change agents' view of the management of change problem. Journal 

of Organizational Change Management, 16 (5), 480-496. Sekaran,  

U. (2009). Research Methods for Business A Skill Building Approach (4th ed.). Delhi: John  

Wiley & Sons, Inc. Shanley, C. (2007). Navigating the change process: the experience of 

managers in the residential aged care industry. Journal of Organizational Change Management, 

20 (5), 700-720.  

Sharma, D. (2001). Marketing Research Principles, Applications and Cases (2nd Rev. ed.). 

New Delhi: 

 Sultan Chand & Sons. Shin, J., Taylor, M. S., & Seo, M.-G. (2012). Resources for change: 

The relationships of organizational inducements and psychological resilience to employees' 

attitudes and behaviors toward organizational change. Academy of Management Journal, 55 

(3), 727- 748. 121 Siegal, W., Church, A. H., Javitch, M., Waclawski, J., Burd, S., Bazigos, 

M., 

 Yang, T.F., Anderson-Rudolph, K., & Burke, W.W. (1996). Understanding the management 

of change: an overview of managers' perspectives and assumptions in the 1990s. Journal of 

Organizational Change Management, 9 (6), 54-80.  

Sirkin, H. L., Keenan, P., & Jackson, A. (2011). The hard side of change management. In 

HBR's 10 Must Reads on Change Management (pp. 155-176). Boston: Harvard Business 

Review Press.  

Sturdy, A., & Grey, C. (2003). Beneath and beyond organizational change management: 

exploring alternatives. Organization, 651-662.  

Sullivan, W., Sullivan, R., & Buffton, B. (2002). Aligning individual and organisational values 

to support change. Journal of Change Management, 2, 247-254. TCS. (2015, December 11). 

Press Release: Tata Consultancy Services. Retrieved December 1, 2016, from Tata 



Consultancy Services: http://www.tcs.com/news_events/press_releases/Pages/TCS-Chennai-

SituationUpdate.aspx Van de Ven, A. H., & Poole, M. S. (1995). Explaining development and 

change in organizations. Academy of Management Review, 20 (3), 510-540.  

Waddell, D., & Sohal, A. S. (1998). Resistance: a constructive tool for change management. 

Management Decision, 36 (8), 543-548. 

 Woodman, R. W., & Dewett, T. (2004). Organizationally relevant journeys in individual 

change. In M. S. Poole, & A. H. Van de Ven (Eds.), Handbook of Organizational Change and 

Innovation (pp. 32-49). New York: Oxford University Press. Woodward, S., & Hendry, C. 

(2004). Leading and coping with change. Journal of Change Management, 4 (2), 155-183. 

 

 


