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Abstract

Background - This study involves PT Bank XYZ RO VI Surabaya as the object of research, in which PT Bank XYZ RO VI
Surabaya is in an effort to fulfil the change plan. In addition, this study also wants to see the effect of OBSE moderation
on participation in resistance to change.

Purpose - This study aims to analyze resistance to change based on multidimensional concepts (i.e. thoughts, feelings,
and thoughts) with participation and perceived benefits as antecedents.

Design/Methodology - A quantitative approach was employed in this study, in which a survey was employed as a
collecting data procedure through questionnaires. The designed questionnaires were distributed to 196 employees as
research respondents. In addition, PLS-SEM was employed as a method of research analysis.

Findings - The results showed that participation and benefits perceived as antecedents could predict all components
of resistance to change (i.e., cognitive, affective, and behavioural). In addition, this study also shows that OBSE can
moderate the relationship between participation and two components of resistance to change (i.e. cognitive resistance
and affective resistance). Finally, this study also offers several implications, both theoretically and practically.

Research limitations - This research only focuses on one aspect, namely the individual level. In the future, research
can use two levels: individuals and organizations.

Originality/value - Research on resistance to change has focused only on one aspect. Not much research on
resistance to change focuses on a process starting from thoughts, feelings, and behaviour. In this study, resistance to
change is considered as a process.
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INTRODUCTION

The study of change is one of the major themes in the social sciences, and interest in this
topic continues to grow and develop (De Meuseet al,2011). In today's 21st century, business
organizations face tough challenges because they have to struggle with the complexity of the
environment (Chen & Miller, 2015). It is this environmental complexity that requires business
organizations to change (Gordon et al.,2000), adapt effectively (Jaramillo et al,2012), and be more
flexible to environmental dynamics if the organization wants to survive in the long term (Bareil et
al,,2007). However, when organizations make changes, it turns out that there is a potential for
failure. This is in tune with Beer and Nohria (2000), whose research found that about 70% of
change initiatives fail.

Talking about the problem of organizational change, it turns out that there are two possible
responses by members of the organization in responding to this, namely supporting or rejecting
change (Lewin, 1951). When organizational members do not feel the need to participate in the
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change process (reject change), the change initiative will likely fail (Cunningham et al., 2002).

Based on several studies, there are important factors that have the potential to influence the
level of resistance to change in employees. In their research, Giangreco and Peccei (2005) explained
that perceived benefits and participation are two important factors commonly identified as the
main antecedents of resistance to change. This study proposed organization-based self-esteem
(OBSE) as a control variable on the relationship between participation and resistance to change.
Organization-based self-esteem is the level of individual belief that he is capable, valuable, and able
to contribute in order to meet his needs as a member of an organization (Pierce et al.,1989).

LITERATURE REVIEW
Participation is also often mentioned in the context of normative change strategies. The

strategy assumes that employees are rationally self-interested and committed to sharing something
meaningful to their social environment (Chin & Benne, 1989). Employees will accept change if it is
rationally deemed correct (Choi & Ruona, 2011). Thus, change will only occur when individuals
independently participate and carry out thought processes (Chin & Benne, 1989).

This thinking is reinforced by the results of research conducted by Giangreco and Peccei
(2005), who reported that participation (involvement in change) has a negative effect on resistance
to change. This indicates that participation can reduce resistance to change. While in another study
conducted by Garcia and Hernandez (2014) shows that participation has a negative effect on
cognitive resistance, affective resistance, and behavioural resistance. This means that high
employee involvement can reduce cognitive, affective, and behavioural resistance during the
change process.

H1a: Participation has a negative effect on cognitive resistance
H1b: Participation has a negative effect on affective resistance
H1c: Participation has a negative effect on behavioural resistance

Lau and Woodman (1995) state that individuals have the potential to resist change if the
changes are perceived to only produce negative (harmful) consequences for them personally. Thus,
the perception of potential personal benefits of change is able to lead individual cognition to accept
change. This thinking is reinforced by research by Garcia and Hernandez (2014), which explains
that perceived benefits have a negative effect on cognitive resistance, affective resistance, and
behavioural resistance. This means that when employees have the perception that a change has the
potential for great benefits, then this can reduce cognitive resistance, affective resistance, and
behavioural resistance that occur in employees.

H2a: Perceived benefits have a negative effect on cognitive resistance
H2b: Perceived benefits have a negative effect on affective resistance
H2c: Perceived benefits have a negative effect on behavioural resistance.

Cognitive distortions damage the individual's relationship with the organization (Coghlan &
Rashford, 1990); if this cognitive process (dysfunctional distortion) is not corrected, it is claimed
by Coghlan (1993) and Miller (1993), will increase emotional resistance (affective resistance) to
change. This thinking is reinforced by the results of research conducted by Bovey and Hede (2001),
who reported that cognitive resistance positively influences affective resistance. This means that if
there is an increase in cognitive resistance, affective resistance will also increase. In other studies
conducted by Chung et al. (2012) on 419 company employees in the manufacturing industry, it was
found that affective resistance positively influences behavioural resistance. This means that if there
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is an increase in affective resistance, behavioural resistance will also increase.

H3: Cognitive resistance has a positive effect on affective resistance.
H4: Affective resistance has a positive effect on behavioural resistance.

Based on the concept of behavioural plasticity, Hougland and Brockner (1989) explain that
individuals with low OBSE are more reactive to environments that are considered negative
(change) than individuals with high OBSE (Pierce & Gardner, 2004) because to be able to adapt to
change is very dependent on individual skills in doing the job (Pierceet al.,1993). Participation is
more valuable to individuals with high OBSE because they will be in a better position to
demonstrate openness and participate in developmental change. It can be said that individuals with
low OBSE tend to be afraid to participate in changes, making individuals more resistant both in
thoughts, feelings and behaviour towards changes.

H5a: The higher the OSBE, the stronger the negative effect of participation on cognitive
resistance.
H5b: The higher the OSBE, the stronger the negative effect of participation on affective
resistance.
H5c: The higher the OSBE, the stronger the negative effect of participation on behavioral
resistance.

RESEARCH METHOD
This study uses the concept of causality between variables that have been built on a

conceptual framework. This study also uses a quantitative approach, where the research variables
will be analyzed numerically using various statistical techniques (Lewis et al., 2016, p. 116). In
addition, this type of causality research uses deductive reasoning, which systematically starts from
the perspective of rationality and general theory, which is then narrowed down into specific
hypotheses that can be tested empirically. (Sekaran & Bougie, 2016, p. 6). The population is the
entire group of people, events, or interesting things to be studied (Sekaran & Bougie, 2016, p. 236).
In this study, the population is one of the National Bank Company branch offices domiciled in East
Java Province.

The sampling technique used in this study is the census method, where the total number of
subjects in a population is taken for research (Sekaran & Bougie, 2016, p. 237). Regarding the
determination of the number of samples, it should be five to 10 times the number of structural paths
(Hair et al,, 2014). In this study, there are 11 arrows to the construct (structural path), so if the
minimum number of requirements is taken, namely 110 times the number of path coefficients, then
the number of samples needed in this study is 110.

The data collection procedure in this study was a survey method, namely using a
questionnaire to obtain data from respondents. Assessment of the questionnaire items using a 5-
point Likert scale. Respondents were given 5 answer choices for each statement. The measurement
technique with a Likert scale is used to determine the scale value of the distribution of respondents'
answers. The scale obtained will be scored from 1 (one) to 5 (five).

This study analyses the data using Partial Least Squares (PLS) Structural Equation Modeling
(SEM). This approach was chosen because of its flexibility, such as using small samples, not
requiring normally distributed data, relevance to various types of data, ability to test models
effectively, and handling complex models (Hair et al.,, 2014, p. 16).
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FINDINGS AND DISCUSSION
Testing this hypothesis is based on a significance value (P Value) <0.05. If the significance

value is less than 0.05, then there is influence between variables, and the hypothesis is accepted.
The hypothesis test results can be seen in the data in Table 1.

Table 1. Hypothesis testing

Hypothesis Code B T Statistics P Values Explanation
Participation=>» Cognitive Resistance Hla -0.314 4,029 0.000 Sig.
Participation=> Affective Resistance H1lb -0.232 2,421 0.008 Sig.
Participation=> Behavioral Resistance Hlc -0.313 3,721 0.000 Sig.
Perceived Benefits=» Cognitive Resistance H2a -0.258 2,981 0.002 Sig.
Perceived Benefits=> Affective Resistance H2b -0.236 2,314 0.011 Sig.
Perceived Benefits» Behavioral Resistance = H2c -0.159 1,780 0.038 Sig.
Cognitive Resistance=> Affective Resistance H3 0.253 2,494 0.006 Sig.
Affective Resistance=>» Behavioral Resistance H4 0.267 3,680 0.000 Sig.

The data contained in Table 1 is the output result of the bootstrapping test via smartPLS. The data
can be used to analyze hypotheses and the relationships between variables. Following are the
results of the analysis of the hypotheses in this study.

Based on the data presented in Table 1, it can be seen that the participation variable has a
negative (-) and significant effect on the cognitive resistance, affective resistance, and behavioural
resistance variables. This can be seen from the value (p-values < 0.05) and the value (T-statistics =
1.64). This means that an increase in employee participation in the change process (cognitive
resistance, affective resistance, and behavioural resistance) is predicted to reduce employee
thinking to resist change with a moderate weight of influence. Thus, hypotheses 1a, 1b and 1c can
be concluded as accepted.

Meanwhile, the variable perceived benefits have a negative (-) and significant effect on
cognitive, affective, and behavioural resistance. This can be seen from the value (p-values < 0.05)
and the value (T-statistics = 1.64). While the value (f3) is included in the low category. This means
that with an increase in employee perceptions of the potential benefits or benefits to be obtained
personally from changes (perceived benefits), it is predicted to reduce employees' thoughts of
resisting change (cognitive resistance, affective resistance, and behavioural resistance) with a low
influence weight. Thus, hypotheses 2a, 2b and 2¢ can be concluded as accepted.

Furthermore, based on the data presented in Table 1, it can be seen that the cognitive
resistance variable has a positive (+) and significant influence on the affective resistance variable.
This can be seen from the p-value of 0.006 (p-values <0.05) and the T-statistics value of 2.494 (T-
statistics = 1.64). Meanwhile, the coefficient of correlation is (8 = 0.253). The value (f3) is included
in the low category. This means that with an increase in employee thinking to resist change
(cognitive resistance) is predicted to increase employee feelings to resist change (affective
resistance) with a low influence weight.

Furthermore, based on the data presented in Table 1, it can be seen that the affective
resistance variable has a positive (+) and significant influence on the behavioural resistance
variable. This can be seen from the p-value of 0.000 (p-values <0.05) and the T-statistics value of
3.680 (T-statistics = 1.64). While the value of the coefficients of correlation (correlation coefficient)
is (B=0.267). The value (B) is included in the low category. This means that an increase in employee
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feelings to resist change (affective resistance) is predicted to increase employee behaviour to resist
change (behavioural resistance) with a low influence weight.

The next test is the moderation test. The moderation test aims to see whether the presence
of a moderating variable strengthens or weakens the effect of the independent variable (X) on the
dependent variable (Y). One of the test tools that can be used is the SmartPLS software. While the
way to find out the moderating effect is to look at the significance value in the interaction of the
independent variables and the moderating variable on the dependent variable. When the
significance value (p-value) is < 0.05, it can be concluded that there is a moderating effect on the
effect of the independent variable (X) on the dependent variable (Y).

Table 2. Total Effects

Hypothesis Code B T Statistics P Values Information
Participation*OBSE> H5a  -0.211 3.106 0.001 Sig.
Cognitive Resistance
Participation*OBSE=>» .
Affective Resistance H5b  -0.190 2,453 0.007 Sig.
Participation*OBSE H5¢  -0.008 0.119 0.453 No Sig.

Behavioral Resistance

The data contained in Table 2 is the output result of the bootstrapping test via smartPLS.
These data can be used to see a moderating effect in this study. Following are the results of the
analysis of the moderating effect in this study.

H5a: The higher the OSBE, the stronger the negative effect of Participation on Cognitive Resistance.
H5b: The higher the OSBE, the stronger the negative effect of Participation on Affective Resistance.

Based on the data presented in Table 2, it can be seen that OBSE moderates the effect of
participation on cognitive resistance. This can be proven by the significance value (p-value) in the
interaction of the OBSE variable with participation in influencing cognitive resistance, which is
equal to 0.001 < 0.05. This means that OBSE can strengthen or weaken the influence of participation
on cognitive resistance. To find out the role of the OBSE variable in weakening or strengthening the
effect of participation on cognitive resistance, can be seen from the "simple slope analysis" graphic
data. The following is the "simple slope analysis" output in smartPLS 3 software.

Moderating Effect 1

025 i - i LA S SOV SRS TSRS

Cognitive Resistance

£8 07 06 05 L4 O3 H2 H1 00 01
Participation

02 03 04 05 06 07 08 05 10 11

| OBSE at-1 SD OBSE at Mean OBSE at+1 SD |

Figure 1. Graph of Simple Slope Analysis PLS
Source: Simple Slope Analysis PLS Appendix
= Low OBSE

Information: = High OBSE
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Based on the "simple slope analysis" graph that is found in Figure 1, it can be seen that
when participation is low (low participation), individuals who have low OBSE appear to have higher
cognitive resistance when compared to individuals who have high OBSE (high OBSE). This also
applies when participation is high (high participation), individuals who have low OBSE (low OBSE)
appear to have higher cognitive resistance and affective resistance when compared to individuals
who have high OBSE (high OBSE). This means that when the space for individual or employee
participation to be involved in the change process is increased, then individuals with high OBSE
(high OBSE) experience a much greater decrease in cognitive resistance and affective resistance
compared to individuals with low OBSE (low OBSE). This indicates that the negative effect of
participation on cognitive resistance and affective resistance is getting stronger when OBSE is high.
Thus, hypothesis 5a states that the higher the OSBE, the stronger the negative effect of participation
on cognitive resistance and affective resistance.

H5c: The higher the OSBE, the stronger the negative effect of Participation on Behavioral
Resistance.

Based on the data presented in Table 2, it can be seen that OBSE cannot moderate the
influence of participation on behavioural resistance. This can be proven by the significance value
(p-value) in the interaction of OBSE with participation in influencing behavioural resistance, which
is equal to 0.453 > 0.05. This means that OBSE cannot strengthen or weaken the influence of
participation on cognitive resistance. Thus, hypothesis 5c, which states that the higher the OSBE,
the stronger the negative effect of participation on behavioural resistance, can be concluded to be
rejected.

CONCLUSIONS
Based on the results of hypothesis testing and analysis that has been done. Then, a conclusion

can be drawn: Participation and Perceived benefits have a negative (-) and significant effect on
cognitive, affective, and behavioural resistance. The results of this study are consistent with the
results of previous research conducted by Garcia and Hernandez (2014), who reported that good
participation in the change process could effectively reduce employee thinking to resist change
(cognitive resistance, affective resistance and behavioural resistance).

OBSE can significantly strengthen the negative influence of participation on cognitive
resistance and affective resistance when in high OBSE conditions. This study's results align with the
results of previous research conducted by Garcia and Hernandez (2014) on 143 employees from 7
(seven) companies domiciled in Spain. Garcia and Hernandez (2014) found empirical facts that
OBSE can moderate the effect of communication and participation on cognitive resistance and
affective resistance.

OBSE cannot strengthen the negative effect of participation on behavioural resistance when
in high OBSE conditions. The results of this study are consistent with the results of previous
research conducted by Garcia and Hernandez (2014) on 143 employees from 7 (seven) companies
domiciled in Spain. In that study, Garcia and Hernandez (2014) found empirical facts that OBSE
cannot moderate the relationship between communication and participation in behavioural
resistance.

Practical Implications

The findings in this study can be used as reference material for HRD practitioners and
managers in managing change. In addition, these findings can also help increase awareness of the
importance of the role of individuals or organizational members in the change process. The
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managerial implications of this research are as follows:

Looking at the actual conditions in the field, it turns out that the resistance to change
(cognitive resistance, affective resistance and behavioural resistance) for Bank XYZ RO VI Surabaya
employees has a moderate average value with a high tendency. It is necessary to reduce this so that
the program or change policy launched by XYZ Bank management can be realized as expected. So,
to be able to reduce the resistance to change that occurs in Bank XYZ RO VI Surabaya employees.
Based on Kotter and Schlesinger (1979), the management needs to make a policy to potentially
increase employee participation. Suggestions for organizations to increase employee participation
are considered appropriate, considering the conditions in the field show that most Bank XYZ RO VI
Surabaya employees feel that the space provided by management is still limited. Thus, an initiative
from management to increase participation through programs that are appropriate to the
conditions in the field is very much needed to slowly reduce the resistance to change (cognitive
resistance, affective resistance and behavioural resistance) that occurs in employees.

Meanwhile, in terms of age characteristics, the majority of respondents are aged 36-45 years,
with a total of 88 people or 44.9%. In the industrial world, the age range is still relatively young and
very productive to produce new ideas or breakthroughs. While in terms of the characteristics of the
latest education, the majority of respondents were tertiary graduates, namely S1 "strata 1"
education, with a total of 167 people or 85%. Looking at these assumptions, it can be said that the
majority of respondents who are there tend to have an open mind to something new and like
challenges (Garcia & Hernandez, 2014; Oreg, 2006; Wanberg & Banas, 2000), so with these
assumptions the potential to have a negative response to the existence of relatively small changes.

LIMITATION & FURTHER RESEARCH
This research was still conducted in one company with limited sample data. It is hoped that

future research can reach more banking companies and samples. In the future, we can add other
antecedent variables from resistance to change, not just participation and perceived benefits.

REFERENCES
Astuti, T., & Mustikawati, RI (2013). The Effect of Customer Perceptions of Interest Rates,

Promotions and Service Quality on Customers' Interest in Saving. Nominal, Barometer of
Accounting and Management Research, 2(1). https://doi.org/10.21831/nominal.v2i1.1655

Bareil, C., Savoie, A., & Meunier, S. (2007). Patterns of Discomfort with Organizational Change.
Journal of Change Management, 7(1), 13-24. https://doi.org/10.1080/14697010701232025

Beer, M., & Nohria, N. (2000). Cracking the Code of Change Cracking the Code of Change The Idea in
Brief The Idea in Practice. Harvard Business Review, May-June 2000, 11.
https://doi.org/10.1163/156854074X00730

Bovey, WH, & Hede, A. (2001). Resistance to organizational change: The role of cognitive and
affective processes. Leadership & Organization Development Journal, 22(8), 372-382.
https://doi.org/10.1108/01437730110410099

Chen, M], & Miller, D. (2015). Reconceptualizing competitive dynamics: A multidimensional
framework. Strategic Management Journal, 36(5), 758-775.
https://doi.org/10.1002/smj.2245

Chin, R,, & Benne, KD (1989). General strategies for effecting changes in human systems. The
Planning of Change (1961), 22-45.

Choi, M., & Ruona, WEA (2011). Individual readiness for organizational change and its implications
for human resources and organization development. Human Resource Development Review,
10(1),46-73. https://doi.org/10.1177/1534484310384957

Chung, SH, Su, YF, & Su, SW (2012). The impact of cognitive flexibility on resistance to

346



RSF Conf. Proceeding Ser. Business, Manag. Soc. Sci.

organizational change. Social Behavior and Personality, 40(5), 735-746.
https://doi.org/10.2224 /sbp.2012.40.5.735

Coghlan, D. (1993). A Person-centred Approach to Dealing with Resistance to Change. Leadership &
Organization Development Journal, 14(4), 10-14.
https://doi.org/10.1108/01437739310039433

Coghlan, D., & Rashford, NS (1990). Uncovering and Dealing with Organizational Distortions.
Journal of Managerial Psychology, 5(3), 17-21.
https://doi.org/10.1108/02683949010006516

Cunningham, C. E., Woodward, C. A., Shannon, H. S., MacIntosh, ]., Lendrum, B., Rosenbloom, D., &
Brown, J. (2002). Readiness for organizational change: A longitudinal study of workplace,
psychological and behavioral correlates. Journal of Occupational and Organizational
Psychology, 75(4), 377-392. https://doi.org/10.1348/096317902321119637

De Meuse, KP, Marks, ML, & Dai, G. (2011). Organizational downsizing, mergers and acquisitions,
and strategic alliances: Using theory and research to enhance practice. In APA handbook of
industrial and organizational psychology, Vol 3: Maintaining, expanding, and contracting the
organization. (pp- 729-768). American Psychological Association.
https://doi.org/10.1037/12171-021

Drucker, PF (2011). The changing world of the executive. New York: Routledge.

Garcia-Cabrera, AM, & Garcia-Barba Hernandez, F. (2014). Differentiating the Three Components of
Resistance to Change: The Moderating Effect of Organization-Based Self-Esteem on the
Employee Involvement-Resistance Relation. Human Resource Development Quarterly, 25(4),
441-469. https://doi.org/10.1002 /hrdq.21193

Giangreco, A., & Peccei, R. (2005). The nature and antecedents of middle manager resistance to
change: Evidence from an Italian context. International Journal of Human Resource
Management, 16(10), 1812-1829. https://doi.org/10.1080/09585190500298404

Gordon, SS, Stewart, WH, Sweo, R., & Luker, WA (2000). Convergence versus strategic reorientation:
The antecedents of fast-paced organizational change. Journal of Management, 26(5), 911-
945. https://doi.org/10.1177/014920630002600508

Hair, JF, Black, WC, Babin, BJ], & Anderson, RE (2014). Multivariate Data Analysis Seventh Edition.
In Pearson New International. https://doi.org/10.1007/978-3-319-01517-0_3

Hair, JF, Sarstedt, M., Hopkins, L., & Kuppelwieser, VG (2014). Partial least squares structural
equation modeling (PLS-SEM): An emerging tool in business research. In European Business
Review (Vol. 26, Issue 2, pp. 106-121). https://doi.org/10.1108/EBR-10-2013-0128

Hougland, ]G, & Brockner, J. (1989). Self-Esteem at Work: Research, Theory, and Practice.
Contemporary Sociology, 18(5), 717. https://doi.org/10.2307 /2073311

Hui, C.,, & Lee, C. (2000). Moderating effects of organization-based self-esteem on organizational
uncertainty: Employee response relationships. Journal of Management, 26(2), 215-232.
https://doi.org/10.1177/014920630002600203

Jaramillo, F., Mulki, JP, Onyemabh, V., & Pesquera, MR (2012). Salesperson resistance to change: An
empirical investigation of antecedents and outcomes. International Journal of Bank
Marketing, 30(7), 548-566. https://doi.org/10.1108/02652321211274318

Joseph F. Hair, J., Hult, GTM, Ringle, CM, & Rstedt, MS (2014). a primer on partial least squares
structural equation modeling. In Practical Assessment, Research and Evaluation (Vol. 21, Issue
1). https://doi.org/10.1108/ebr-10-2013-0128

Kotter, JP, & Schlesinger, LA (1979). Choosing strategies for change. Harvard Business Review, 57(2),
106-114. https://doi.org/10.1007/978-1-349-20317-8_21

Lau, C.-M., & Woodman, RW (1995). Understanding Organizational Change: A Schematic

347



RSF Conf. Proceeding Ser. Business, Manag. Soc. Sci.

Perspective. Academy of Management Journal, 38(2), 537-554.
https://doi.org/10.5465/256692

Lewis, P., Saunders, M., & Thornhill, A. (2016). Research methods for business students [electronic
resources]. In Research methods for business students [electronic resource].

Meaney, M., & Pung, C. (2008). McKinsey global results: Creating organizational transformations.
The McKinsey Quarterly, 7(3), 1-7(7).

Miller, AR, & Yeager, R] (1993). Managing change: A corporate application of rational-emotive
therapy. Journal of Rational-Emotive and Cognitive-Behavior Therapy, 11(2), 65-76.
https://doi.org/10.1007/BF01061232

Oreg, S. (2006). Personality, context, and resistance to organizational change. European Journal of
Work and Organizational Psychology, 15(1), 73-101.
https://doi.org/10.1080/13594320500451247

Pettigrew, AM, Woodman, RW, & Cameron, KS (2001). Studying organizational change and
development: Challenges for future research. Academy of Management Journal, 44(4), 697-
713. https://doi.org/10.2307 /3069411

Pierce, JL, & Gardner, DG (2004). Self-esteem within the work and organizational context: A review
of the organization-based self-esteem literature. journal of Management, 30(5), 591-622.
https://doi.org/10.1016/j.jm.2003.10.001

Pierce, JL, Gardner, DG, Cummings, LL, & Dunham, RB (1989). Organization-Based Self-Esteem:
Construct Definition, Measurement, And Validation. Academy of Management Journal, 32(3),
622-648. https://doi.org/10.5465 /256437

Pierce, JL, Gardner, DG, Dunham, RB, & Cummings, LL (1993). Moderation By Organization-Based
Self-Esteem of Role Condition-Employee Response Relationships. Academy of Management
Journal, 36(2), 271-288. https://doi.org/10.5465/256523

Reed, R, & Lewin, K. (1951). Field Theory in Social Science. The American Catholic Sociological
Review, 12(2), 103. https://doi.org/10.2307/3707800

Russ, TL (2008). Communicating Change: A Review and Critical Analysis of Programmatic and
Participatory Implementation Approaches. Journal of Change Management, 8(3-4), 199-211.
https://doi.org/10.1080/14697010802594604

Now, U., & Bougie, R. (2016). Research methods for business : a skill-building approach / Uma
Sekaran and Roger Bougie. In Nucleic Acids Research (Vol. 34, Issue 11).

Strebel, P. (1996). Why Do Employees Resist Change? -Harvard Business Review. Harvard Business
Review, 74(3), 86-92. http://hbr.org/1996 /05 /why-do-employees-resist-change

Wenberg, CR, & Banas, JT (2000). Predictors and outcomes of openness to changes in a reorganizing
workplace. Journal of Applied Psychology, 85(1), 132-142. https://doi.org/10.1037/0021-
9010.85.1.132

Wong, KK (2013). Partial Least Squares Structural Equation Modeling. Marketing Bulletin, 24(1), 1-
32. https://doi.org/10.1007 /978-3-319-71691-6

348



