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[epiAnym

2116 pépeg pag, n aAloyn eivon m povn otabepn évvown. H emtuyng epappoyn g aAroyng
wpoamortel TV avATTLEN TPOGAPUOGIUNG KOl EVEMKTING KOVATOVPOS, KOl EMITLYYAVETOL
KUplwg HEC® OMOTEAECUOTIKOV GYeOOGHOD. Q0TdG0, 1 TPOKANGTN Y10 TOVG OPYOVIGLOVG
Bpioketor oto 6Tl emPAAAETOL VO OVTILETOTICOVY OAAOYEG YPNYOPES KOl EQPVIKEG

TOVTOYPOVA, TTOV EV APTVOLV YPOVO Y10 TPOYPUUUOTIGUO.

Meta&d tov Bempidv dwyeipiong aArayov, 1 Bewpio Tov Lewin, n omoio meptlappdvet
Eexheldopa g TOPOVCHS KOTAGTAONG, UETAPOoT OTn vEQ KOTAGTACY TPUYUAT®V Kot
EMOVOKAEIdOUO Yot 6TaBEPOTOINGT TG VEOS KOTAGTOONG, OmoTeAEl TOV akpoywviaio AiBo

Téve otov omoio kTicOnKav ot vToLoites Bempies.

H dwayeipion g arlayng givatl Eva chHvoro oTpatnyIKOV 6TdY®V, Tov TEPAV omd TiG Oempieg
nepthapPdvel dpdoelg yloo TNV avamTuEn ETOUOTNTOS OAVIYETMOMIONG TOCO TOV EGMOTEPIKMOV
000 Kol TOV e£MTEPIKOV TpokANcewv. [ emituyn dwoyeipion g oAlayne, n 0EcUELON TNG
StevBuvtikng opdoag KoM Kot 1 CLURETOYN TV ePYalopévev oTn OladtKacio aAAayNg,

amoteloVV amapaitnteg Tpobmobiaels.

YKkomdg G mapovoag MHEAETNG elvor M e&étaomn Tov Pabuod epappoyng twv Bewpidv
owyeipiong orloyov ommv wpdln, waitepa Otav mpoOKewtor Yoo EQQVIKEG  Plikég
anmpoypappdatioteg aAlayés. Emmiéov, alodoyovvtal ot mapdyovieg mov vrootnpilovy 1
OVTICTEKOVTOL OTNV oAAYY, KaODG Kol ol Topdyovieg mov emnpedlovv TNV €PYNCLOKN
wavomoinomn. To emimedo g emkowwviog kabmdG Kot To €Mimedo KOvVOmOinong amd Tnv

EPYOCI0 LETPLOVVTOL KO GLYKPIVOVTOL KOTH TN S1dpKELD TG OAAOYTG.

Ot oxomol vt TG HEAETNG eEumnpeTOHVTAL LE TN YPNOT| EPOTNUATOAOYIOL Y0 T GVAAOYY
dedopévev, to omoio elval avtooyEdlo Kot mEPIAoUPAvVEL EpMTNGES KAEGTOL TOTOV. Ot
GUUUETEYOVTEG KAAOVVTOL VO, ATOVTIICOVV GTIC EPMTNGELS EXOVTOG MG YVMOUOVO [t CTUOVTIKT
aAlayn mov €hafe ydpa 6To £pyaciokd Tovg mEPPAALOV, OT®G Elval 1 GLYXDOVELCT TMOV
tponeldv Yy toug Tpamelkods vroAAniovg. T[Mvetar Swoywplopds kot cOyKplon TV
ATOTEAECUATOV TOV TpOme(IkdV Kot un vroAlAov. Ot amovtioelg divovial oty KAILoKo
névie Pabumv Likert. H mpototumioo g épevvog eotidletor oe 600 O100TACELS, OTNV

aflohdynon tov CoeViK®V PN TPOYPUUUATICHEVEOY PLIKOV 0ALAY®OV KOl GTOV TOPAyovVTo



“Ypdvo’ OOV KATAUETPOVVTOL Ol AAAAYEC OTIG ONUAVTIKEG UETAPANTEG TNG EMKOWVMVING Ko

NG EPYACLOKNG IKOVOTOINonG, Kob’ OAN T didpketa g aAAayg (Tpv, Katd, HETA).

Ta aroteAéopata £0e1&av O6TL o1 Bewpieg dwayeipiong aAlaydv epappolovtol pe emtvyio 6TV
TPAEN, OV KO 1 EPAPLOYN TOVG Vol TEPLOPIGUEVT, WOIOG OTIS TEPMTAOCELS EAPVIKAOV [N
TPOYPOUUOTIOUEVOV 0AAaYDV. O pOAOg NG emKov@Viag, TEPAAUPAVOUEVNG TG TANPOVS
EVIUEPMONG TOL TPOCMOMIKOV Yo TNV oAAay”n, €xel omodeyBel onuovtikds. To emimedo
Kavomoinong amd TV €pyacio Tapovciose ONUAVTIKY LEIMON KATA TN O10PKELD TG AAANYTS,
®oTHG0, PETA TV aAlayn emaviAbe oxeddv GTo 1010 EMIMEDO TOL NTOV TPV ATO TNV CAAXYY.
Onwg amodelydnke, ot petafintég e evnuép®OoNG, TG EMKOWVOVING Kol TNG EPYOCIOKNG

Kavomoinong €yovv etk aAAnAeEapTnon.

Evoyel tov evpnudtov, ot elonynosis mepthapupdvovy, (o) epaproyn GAL®V TPOKTIKOV GTIG
TEPMTOGELS EAPVIKOV PIK®OV 0AAAy®V, OOV deVv gival duvatd va vioBenBovv Bewpies, (P)
avATTLEN AVOLYTNG YPOLUNG EIMKPIVOVG EMIKOVAOVING LLE TO TPOCMTIKO Kol TV EUTAOKY| TOV
011 odkacio TG aALayNS, (Y) 0EOAOYNON TOV TOPUYOVI®V TOV EMNPEALOVY TNV EPYUCLOKT
Kavomoinon, Kot (8) HETPNOMN TOL EMMESOL EPYOCIOKNG IKOVOTOINGNG G TOKTO YPOVIKY
SWOTAMOTO, Y. TN OlTHPNCT VYNADV EMIEO®V  EPYOCLOKNG  IKOVOTOINONG Kot

mopayoykoTnTag!



Abstract

Change is the only constant nowadays. It is an essential part of organizational life, that
prerequisites the development of an adaptable and flexible culture to face environmental
changes. Though, successful implementation of change is achieved through effective
planning, the challenge of our century for organizations, is the development of readiness to

changes, which are rapid and sudden at the same time, without time for planning.

Among change management theories, Lewin’s model including unfreezing, moving,
refreezing consists the cornerstone. Change management, is a set of strategic goals that
beyond theories, include actions for developing readiness to deal with both internal and
external challenges. For change management to be successful, commitment of top

management as well as involvement of employees in the change process, is a prerequisite.

The purpose of this study is to examine the extent, theories apply in practice and especially
during sudden radical unplanned changes, factors affecting change either supporting or
resisting to change, as well as factors affecting job satisfaction. The levels of communication

and job satisfaction are measured throughout change; before, during, after change.

The purposes of this study are served using gquantitative method, descriptive in nature and
uses questionnaire to collect data. The questionnaire is improvised and includes closed-ended
questions. Answers are given on a five point Likert scale. The originality of this research is
focused on two dimensions, assessment of sudden unplanned changes and measurement of the

significant variables of communication and job satisfaction, over time.

Results revealed that change management theories are successfully applied in practice, though
their application is limited especially during sudden unplanned changes. The role of
communication, including full information about change, has proven to be fundamental.
Though the level of job satisfaction significantly reduced during change, it increased after

change, almost at the level it was before change.

The variables of information, communication and job satisfaction were proven to be
positively associated. In view of the findings, suggestions include, (a) adoption of other
practices during sudden radical changes were theories cannot be followed, (b) an open sincere

communication with employees and involvement of them in the change process, as well as,



(c) assessment of the factors affecting job satisfaction and (d) measurement of the level of job

satisfaction, at regular intervals, to maintain high levels of job satisfaction and productivity!
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Chapter 1

The Problem

1.1 Introduction

“There is nothing permanent than change. Everything is constantly changing and
opposite things are identical, so that everything is and is not at the same time. The way

up and the way down are one and the same.” (Heraclitus, 540-480 B.C).

However, “There is nothing more difficult to take in hand, more perilous to conduct, or
more uncertain in its success, than to take the lead in the introduction of a new order of
things. Because the innovator has for enemies all those who have done well under the
old conditions, and lukewarm defenders in those who may do well under the new.”

(Niccolo Machiavelli, 1469-1527).

The statements of these two great historians/philosophers give us the trigger to start
this research. By recognising that change is the only constant in life, people will
understand what Heraclitus meant, by saying “The way up and the way down are one

and the same.”

Indeed, change is at the forefront of our everyday life, and change management, is an
ongoing challenge. Many scholars have dealt with several theories of change
management, however in practice, theories do not apply with absolute success due to

several factors and different circumstances.

One of the most important models for organizational change is Lewin’s (1946) three-

stage process of change referring to unfreeze-change-refreeze. The model includes
9



factors affecting change known as restraining and driving forces (working in opposite

directions) as well as dealing with resistance to change. (McShane and Glinow, 2010).

In his book “Change Agent”, Fullan (2008) refers to the importance of learning to
manage change and the ‘six secrets of change’, which in practice, are difficult to act on in
combination: Love your employees; Connect peers with purpose; Capacity building
prevails; Learning is the work; Transparency rules; Systems Learn. He suggests that the

best way to apply these secrets is to share them within the organization.

Another approach is that of Vine (2016) who emphasizes on successful change through
incentives and trust. In his book “How can we make this happen?”, he analyzes a lot of
suggestions, allowing the reader to make a selection of what is appropriate to the
situation and he finishes with a list of 6 Do: Have a program and a clear structure; Make
a gap analysis; Define roles and responsibilities; Measure progress and make effective
decision making; Make communication a priority; Encourage team work; & 4 Don’t:
Accept accountability before ensuring resources adequacy; Sacrifice quality for time;

Leave unsolved problems; Take decisions before an in-depth analysis of the problem.

In fact the above theories can be effectively adopted when dealing with planned
incremental changes, where there is time for planning and taking proactive actions. On
the contrary, when changes are radical/unplanned and there is not enough time for

planning, only reactions can be taken.

For effective implementation of any of the above theories, factors including urgency of
the situation, change agent credibility, deployment timing, change receptivity must also

be considered (McShane and Glinow, 2010).

Nowadays, where political, socioeconomic, technological changes are radical and
enormous, leaving no time for planning/programming, it is necessary to adopt other
methods/theories more comprehensive and more practical in order to achieve effective
change implementation including rational evaluation of the situation and

prompt/prudent decisions.

Looking back at the Cypriot reality of 2013 at the peak of financial crisis, followed by

merger of banks in the island, facts did not indicate the adoption of any specific change
10



management theory. On the contrary, a general confusion and disruption was created,
due to the coexistence of several conflicting changes simultaneously. The merger of the

banks will be the subject of the empirical research.

Within this framework, the problem that will be analyzed and discussed below, is
focused to whether change management theories are adopted in practice and to what

extent.
1.2 Formulation/Definition of the Problem

Change is the only constant at all levels of everyday activities; personal, professional,
social, economic, organizational. Change theories and change management is an ongoing

challenge that needs to be encountered.

Numerous scholars have dealt with change management theories, analyzing the factors
affecting changes and suggesting, practices and behaviors as far as planned changes are
concerned. Few scholars, however, have examined whether these theories and practices

can apply when abrupt, unplanned, radical changes occur.

In reality, despite the fact that changes are significant and ongoing part of our lives,
including political, socioeconomic, technological changes, nevertheless, a gap is

observed in the area of sudden and unpredictable radical changes.

Any change involves not only learning new things but unlearning things as well and
changing the way things were used to be done for years. Mechanisms against resistance
to change, flexibility /adaptability, clearly defined objectives and transparency constitute
some key elements for effective change management and successful change

implementation.
1.3 The Economic Crisis in Cyprus

The peak of the crisis in Cyprus around mid-2013, was followed by mergers of banks.
The banking sector was forced by the new order of things to shrink, and alongside with

mergers, voluntary retirement plans had been announced.

11



The banking system nearly collapsed and employees had experienced the fear of losing
their job if not complying with the new order of things. Unfortunately, change
management theories were not fully implemented, employees were not adequately

informed, experiencing anxiety and panic, and many decided to resign.

Results of empirical research will show whether and to what extent the employees of
each bank were informed about the merger and its consequences, and how satisfied the
employees of each bank were before, during and after the merger. According to the
results of the survey, after the merger, employees’ level of job satisfaction almost

reached the level it was prior to the merger.
1.4 Purpose of the Research

The purposes of this research are divided into three phases.

The primary purpose is to investigate whether the above mentioned theories of change
management were successfully followed/adopted and to what extent in the case of a

sudden unplanned change as the merger of banks in Cyprus.

The second purpose is to measure and compare the employees’ level of satisfaction
before, during and after change, i.e. merger of banks, since employees are considered to

be the most valuable asset of organizations including banks.

The ultimate purpose is to make suggestions for improvements to the practices by
combining relevant change management theories in order to achieve effective change
management when circumstances do not allow time for planning and coordinating

actions, for a successful outcome.
1.5 Research Questions

The major research/survey questions arising from the purpose of the survey, are as

follows:

1. Which are the most important theories of change management? Can they be

successfully applied in practice?
12



2. Which are the most usual barriers to change and to what extent they affect
change?

3. What is the role of communication during change?

4. What factors affect job satisfaction during change and to what extent?

5. What s the ‘golden recipe’ for successful change management?
1.6 The Importance of the Research

The aspiration of this study is to give light to an aspect of change management where

insufficient consideration by various scholars has been given.

The research focuses on those changes that are sudden, ubrupt, unplanned, where there

is no time to act proactively. Reaction is the only choice.

The case of merger of banks in Cyprus, supports the above statements, since research
has shown that what it could be done it was mostly during and after, than before

change.

The originality of the study focuses on the fact that change management theories cannot
be applied effectively as far as the above framework is concerned. Suggestions and
recommendations include a smart combination of methods and techniques for

unplanned changes to be effectively implemented.
1.7 Structure of Study

The structure of research consists of 5 chapters.

The 1st Chapter includes definition and analysis of the problem and the purpose of the
research. The following chapters include bibliography, references, methodology used,

results, conclusions and suggestions.

The 2nd chapter includes an extended reference to bibliography and conceptual
definitions of words regarding text of research. An in-depth analysis is made of change
management theories, resistance to change, restraining and driving forces, and critical

review of existing literature and surveys of various scholars.
13



Chapter 3 explains the methodology, including the procedure for carrying out the
research (through questionnaire), how data is collected and which statistical methods

are used.

Chapter 4 includes analytical presentation of the results of the survey using tables,
statistical data as well as a combination of several/different methods. The study is

descriptive in nature.

Chapter 5 includes conclusions arising from the research questionnaire and a
comparison is made with existing literature and articles of various scholars. Suggestions
are made regarding implementation of change management theories during and after

abrupt enormous changes.
1.8 Conceptual Definitions

Change agent: Leaders within the stages of change. According to Fullan (2008), they
must understand the change process by innovating with coherence, helping others
commit to new order of things, assessing/overcoming difficulties and resistance to
change, adapting the culture to change. In the case of the merger in the banking sector,
change agents may be the team leaders or the branch/unit managers. Regarding
specialized changes, for example technological ones, Information Technology

departments/employees usually have the role of change agents.

Change theory: It is the transfer of one situation to another. It includes the identification
of desired new goals and the steps towards achieving these goals, by creating the
appropriate conditions for this change. Change theory answers the question ‘how does
successful change happen’ suggested by (Kritsonis, 2004-2005). Lewin’s model

represents the main theory of change management.

Change management: It refers to implementing strategies for effective change,
controlling change and helping people to adapt to change. Such strategies may include
structured procedures called change management theories (CMT) or other practices as

analysed by (Fullan, 2008) and (Vine, 2016).
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Culture, as described in Wikipedia, is the set of customs, traditions, and values of a
society or community, such as an ethnic group or nation. Culture is the set of knowledge
acquired over time. Sometimes "culture" is also used to describe specific practices
within a subgroup of a society, a subculture or a counterculture. For the purpose of this
study, the last definition of culture will be used, that is organizational culture, since the

different cultures of the banks merged will be discussed.

Driving forces: Forces for change. According to Lewin, they must exceed the restraining

forces (forces against change) in order for change to occur. They are divided into
internal forces within the business as well as external ones outside the business. In the
case of the merger of the banks, major driving forces include fear of the unknown due to
lack of transparency and poor communication, fear to remove from the status quo to the

new order of things (unlearn existing procedures and learn new ones).

Job satisfaction: It is the feeling of employees about their job, whether they like their job

and to what extent. It measures the degree to which employees feel negatively or
positively about their work. Major parameters for job satisfaction in the banking sector

include salary, safety at work, promotion, working hours and working conditions.

Resistance to change: According to Kotler it is the action taken by people when they

perceive change as a threat to them. It may take the form of fear of the unknown, fear of
failure, not recognizing the purpose or the need for change. In the banking sector it may

take one of the forms described below for restraining forces.

Restraining forces: Forces for status quo, against change. They make change harder. In

the case of this research restraining factors include not understanding the need for
change or fear of the unknown, due to lack of transparency, poor or lack of

communication, lack of appropriate resources.

Structure of change: It includes the steps/process of change. Any change, especially a
huge one, it cannot occur directly. It must be separated into smaller parts in order to be

gradually implemented.

15
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Chapter 2

Bibliography Overview

2.1 Introduction

Change is the only constant in our everyday activities. The notion of change is very
broad, but this report, will be limited to organizational change and the related aspect of
change management. Organizational change is closely related to the growth and

development of organizations including banks.

Our century is characterized by rapid environmental, technological, political, economic,
social changes. Change managements is a constant challenge that requires special
manipulations to gain effective change implementation. Many scholars have dealt with

change, and many theories were written about change management.

In between the discussion and critical review of various change management theories
and practices, several scholars are to be analyzed and discussed aiming to serve the
purposes of this study/research. The main issues to be analyzed, concern aspects such
as changes through economic crisis, culture and change, planned change management,
resistance to change, changes through merger as the case that will be analyzed
concerning the banking sector in Cyprus, and impact on employees performance and job

satisfaction before, during and after the merger.

The theoretical framework about “Change Management” begins with Lewin’s (1946)

three-stage planned change management model which constitutes the cornerstone of

16



change theories. Lewin’s model includes the three stages of unfreeze, change, refreeze as

well as restraining and driving forces, influencing each stage.

In a more practical approach of Theory of Planned Behavior, O'Connor & Jimmieson &
White (2018) have dealt with the two change management practices of information and

participation and their impact on employee support.

Kritsonis (2004-2005), compares theories including Lewin’s 3 stage model, Lippitt’'s
Phases of Change Theory, Social Cognitive Theory and Theory of Planned Behavior.
Specifically, her comments/suggestions focus on answering the question “How does

successful change happen?”

A comparison of several theories is also made by Kingston & Caballero (2009), but from
a different point of view. They conceptualize institutional change by emphasizing on the
main characteristics of the theories and end up to an equilibrium between them, rather

than discovering the perfect one.

More recent and completely different approaches are those of Fullan (2008) in his book
“The six secrets of change” where he suggests techniques and practical solutions to
manage change, and Vine (2016) in his book “How we can make this happen?” where he

introduces practical ways for successful changes through incentives and trust.

Furthermore, the development of planned organizational change models is discussed by
Rosenbaum & More & Steane (2018) who analyze factors including, external
environment, organizational strategy, resistance to change, culture, and leadership, how
they interact and the extent to which they affect individuals’ performance with

consequent effects to job satisfaction.

Change and culture are two powerful concepts. However, culture may be the first factor
supporting resistance to change. Among relevant articles to be discussed, are those of
Kavanagh & Ashkanasy (2006) about the impact of change management on
organizational culture, and Tanu & Sandeep (2018) about the relationship of emotional
with cultural intelligence and change readiness. Change readiness is closely related to

resistance to change.
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Many scholars have dealt with resistance to change, however, for the purpose of this
study, Amarantou & Chatzoglou & Kazakopoulou & Chatzoudes (2018) an empirical
investigation, Sacerdote (2014) three models to overcome resistance to change, and
Rajiv & Shalini (2018) from resistance to readiness to change, will be analysed. In
addition, De Vose (2015) go a step further and correlate resistance to change, with job

satisfaction.

However, what happens when changes are taking place during crisis? Many scholars
dealt with changes during crisis. Among the articles that will be analyzed below are
those of Kovoor-Misra (2009), Stouten & Rousseau & De Cremer (2018). The case of
economic crisis in Cyprus and its consequences will be discussed in connection with
upcoming changes. The critical review of existing literature will be enriched with the

case of merger of banks in Cyprus following the economic crisis of 2013.

Several scholars have dealt especially with mergers, acquisitions, and change
management, such as Warne & Gupta (2018), Joseph (2014), Charoensukmongkol
(2016). The impact of change management in the banking sector and how change has
been managed after the merger, will be discussed, and a comparison will be made of the
cases of Oza & Mandhanya (2017), and Kiago & Bett (2017), with that of the merger of
banks in Cyprus.

The study will also cover the aspect of job satisfaction that is closely related to change
management, whether theories of change management were followed during the merger
and to what extent. Emotions of employees as well as the degree of job satisfaction
arising from the questionnaire, before, during and after the merger will be discussed and

compared with those of similar banks of abroad, as analyzed by several scholars.

Job satisfaction is a broad concept differently defined by each individual since the
factors and the extent to which they influence satisfaction are not the same for all and do
not have the same priority. Among scholars who have dealt with this concept, are Osei-
Bonsu (2014) and Reddy & Neelakanteshwar (2018), as well as Belwalkar & Vohra &
Pandey (2018) who focused on the relationship of workplace spirituality and job
satisfaction through an empirical study from the banking sector. Furthermore, Wisse &

Sleebos (2016) correlate change with stress, a factor directly affecting job satisfaction.
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An in-depth discussion will follow about the conclusions arising from the questionnaire,
and whether change management theories and techniques can be applied in the cases of
rapid unplanned radical changes. Russell (2006) is focusing on the topic of unplanned

change, stating that an agile response is required.

Further scholars/articles to be analyzed/discussed include, Fullan (2001), Kohnen
(2005), Jaros (2010), Grant (2014), Wisse & Sleebos (2016), Vishnumurthy (2017),
Narvanen (2018), Harris & Jones (2018), Saeed & Afsar & Cheema & Javed (2018),
Petrou (2018).

The study will end up with conclusions about successful change management and its
impact to organizations, while at the same time giving ground for further investigation

regarding abrupt radical changes.

2.2 Theoretical Framework

Which are the most important theories of change management? Can they be

successfully applied in practice?

According to Rosenbaum & More & Steane (2018) planning starts with an idea followed
by a situation analysis. While planning a change, the cost of not change has to be
calculated against the benefits to move to the new situation. The article ends up to
Lewin’s theory; the positive forces that drive change and the negative forces that

restrain change.
2.2.1 Lewin’s Three Stage Change Model

According to Lewin (1946), to unfreeze the status quo is the first step. Unfreezing can be
achieved either by increasing driving forces or decreasing restraining forces or a
combination of the two methods. Change constitutes the second step and includes
movement to the new situation, by persuading employees that it is to their benefit,
encouraging team working towards new order of things and gaining leaders’ support for

change. Refreeze is the last step. By refreezing the ‘go back’ option is blocked.
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Further to the three stages of the model, restraining forces and driving forces must be
handled before change (unfreeze stage), driving forces must exceed retraining forces
during change (to induce change to occur) and both forces must be brought into

equilibrium after change (refreeze stage).

Lewin’s theory is depicted in the following outline (Figure 1).

OO

e Examine status quo * Take action * Make change permanent

e Increase driving forces * Make changes * Set new order of things

e Decrease restraining forces  * Involve people * Reward desired outcomes
Figure 1 LEWIN'S THEORY

Having studied Lewin’s model as well as other planned organizational change models,
Rosenbaum & More & Steane (2018) suggest that change can be differentiated by type;
meaning continuous or stepped change, or by organizational origins; meaning top-down
or bottom-up, or by size and impact; meaning identification of transformational and

incremental elements and steps to achieve change.
2.2.2 Lippitt’s Phases of Change Theory

According to Kritsonis (2004-2005), and, Lippitt, Watson and Westley (1958) the
Lewin’s three-stage change theory, has been extended to seven stages theory. Actually,
they introduced and gave emphasis to the change agent. The whole process begins with
problem recognition, and goes through, change motivation, change agent’s commitment
to change, development of action plans, clear role of change agent, change maintenance,
to termination of the change agent’s role, since change constitutes already part of the

organizational culture.

Figure 2 below, illustrates the above theory.
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LIPPITT’S SEVEN STAGE PLANNED CHANGE

e DEVELOP NEED

e CHANGE RELATIONSHIP

e CLARIFICATION

e ALTERNATIVE ROUTE

e TRANSFORMATION

e GENERALIZING

e TERMINAL RELATIONSHIP

Figure 2 LIPPITT'S THEORY

2.2.3 Social Cognitive Theory

Another theory analysed by Kritsonis (2004-2005), called the Social Cognitive Theory,
states that behaviour is affected by both personal and environmental factors, and is the
result of consequences (as it appears in figure 3 below). She suggests for successful
change implementation, four processes to be met. Attentional processes include an
attractive model to relate to it. Retention processes include model characteristics, which
make it easy to remember. Motor reproduction processes ensure transformation into

action. Reinforcement processes include rewards and incentives.

—
& >
«

Figure 3 SOCIAL COGNITIVE THEORY
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2.2.4 Theory of Planned Behavior

The theory of reasonal action and planned behaviour, as analysed by (Kritsonis, 2004-
2005) and depicted in the following outline (Figure 4), states that “individual
performance of a given behaviour is primarily determined by a person’s intention to
perform that behaviour” (Kritsonis, 2004-2005, p.5). They suggest that in order for
change to occur, both personal attitude, and environment influencing individual’s

behaviour, must be positive.

However, O'Connor & Jimmieson & White (2018) used the Theory of Planned Behavior
to investigate whether change management practices of information and participation
grow employee support towards change. Their research was essential and
comprehensive. Results showed that information and participation were important at
low and medium levels of job demands, while they were not effective at high levels of job

demands.

The following outline (Figure 4) illustrates the above theory.
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Figure 4 THEORY OF PLANNED BEHAVIOR

2.2.5 Comparison of Planned Change Management Theories

By comparing the above theories, Kritsonis (2004-2005) concludes that “Lewin’s model
is very rational, goal and plan oriented but it doesn’t take into account personal factors

that can affect change.” An extension of Lewin’s theory is the Lippitt's Theory, by taking
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into account the change agent as well. On the other hand, Social Cognitive Theory takes
into consideration both internal and external environmental factors, supporting that
behavioral change is affected by personal as well as environmental factors. All theories
have some common characteristics, however, Theory of Planned behavior and Social

Cognitive Theory, focus on self-efficacy to achieve successful change.

Rosenbaum & More & Steane (2018), while making an exploratory literature review of
planned organizational change models, state that Lewin’s model is as relevant and up-
to-date as it was when first written by Lewin and it is still at the center of all models
reviewed. They agree with Lewin about group dynamics and that group decision making

process in a planned change, excels individualized process.

The conclusion from empirical research, further to the analysis of the above theories, is
that there is no right or wrong theory of change management. The same statement is
made by Kritsonis (2004-2005) in her article. Besides, the ongoing radical changes
(mainly technological) require continuous reviewing of theories by giving attention to

the factors affecting each change.

Kingston & Caballero (2009), move in the same manner. While comparing theories state
that their goal is “neither to discover the best theory nor to build a new one.” They
compare and contrast a variety of theories/approaches of organizational change by
distinguishing similarities and differences based on the interaction between formal and
informal rules. Furthermore, they state that formal rules are written rules, while,
informal rules/constraints include codes of conduct, norms, modifications of formal
rules, and constitute part of the culture of the organization. They come to the conclusion
that “organizational change occurs ‘spontaneously’ and not in a coordinated manner. In
many real-world processes of institutional change, however, both unintentional,
evolutionary processes and intentional processes of design are at work, and it will often

be difficult to cleanly separate the two.” (Kingston & Caballero, 2009, p.153-154).

Stouten & Rousseau & De Cremer (2018), have also dealt with the concept of planned
organizational changes. In their article, they analyze Lewin’s Three-Phase Process,
Beer’s Six-Step Change Management Model, Appreciative Inquiry, Judson’s five Steps,

Kanter, Stein, and Jick’s Ten Commandments, Kotter’s Eight-Step Model, Hiatt's ADKAR
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Model. They conclude that theories may differ in steps and processes, however, they all
focus and end up on Lewin’s Model. Specifically talking, what differentiates Judson’s
Model is that it focuses on follow up process, which is a significant step after
implementation of change. On the other hand, Kanter, Stein, and Jick’s Model emphasizes
on the role of a strong leader supporting the change. Beer’'s Model as well as Kotter’s
Model give credit to a guiding change coalition (in the case of merger of banks in Cyprus,

called change agent).

Furthermore, Stouten & Rousseau & De Cremer (2018) report on the two challenges of
change management process including, identifying ways to make meaningful and
sustainable planned change, and learning from experience. According to them:
“Organizational change results can take years to materialize, therefore limiting the
opportunities the change manager has to repeatedly make comparable change-related
interventions and obtain feedback regarding their outcomes. The nature of change itself
can also be quite diverse: change can be one-shot or multiphase interventions and its
forms can be various, from quality improvement, work family initiatives, and facility
relocation, to restructuring and strategic change, mergers and downsizing. The very
heterogeneity of change can make it difficult to interpret its outcomes, feedback on

which is not always easily available.” (Stouten & Rousseau & De Cremer, 2018,p.753).

Stouten & Rousseau & De Cremer (2018), also suggest that vision towards change is
separation from the past, and this can be achieved through encouragement/
empowerment of those employees who support change. Furthermore, management

needs to reward employees for their efforts.

Indeed, experience has shown that people supporting the change are very useful
towards implementation of change. But, after all, people resisting to change have been
proven to be more constructive to anticipate resistance to change during the change
process, and increase employees’ readiness to change. The role of the change agent
during the merger was crucial, by encouraging/empowering people from both camps to
participate. At the end, this was a great challenge for successful implementation of

merger.
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2.2.6 Other Change Management Practices/Approaches

Further to the above theories, Fullan (2008) has developed a new approach to the
change. In his book ‘Change Agent”, suggests that the way to weather uncertainty is to
build an organization that is constantly transforming itself (pp. 59-62). Having own
experience in international education, he suggests ‘The six secrets of change’ and states
that the challenge is to share them within the organization. Treatment of the employees
is the first secret, by helping them to develop their skills and succeed. Encouragement
for successful group interaction, and intervention only when necessary, is the second
secret. Selection of talented people and smartly match the right persons with the right
positions, represents the third secret. Achievement of consistency and innovation by
deep learning in context, consists the fourth secret. Transparency is the fifth secret, to
avoid culture problems and resistance to change. Development of many leaders working
in concert through systems learn, is the sixth secret and the key to maximize

effectiveness.

The following outline (Figure 5), illustrates the above suggestions:

LOVE YOUR CONNECT

EMPLOYEES

WITH PEERS

/

ORGANIZA

CAPACITY
‘/'

AN

TRANSPARENCY LEARNING IS

BUILDING PREVAILS

TION

RULES THE WORK

Figure 5 THE SIX SECRETS OF CHANGE
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A similar approach is that of Vine (2016), who emphasizes that the most difficult part of
change is people. In his book “How can we make this happen”, he suggests that
successful change is the one that delivers the desired outcome. “Stopping the wrong
change is as important as starting the right change.” More suggestions include, “the no
action option, quick and calm thinking and slow action during a crisis, understanding
and usage of incentives and trust as the cornerstones of change, expect the best but plan

for the worst.” (Vine, 2016, p. 167-169).

Even in best-planned changes, people constitutes the key factor towards successful
changes. However, the key to gain their engagement is to listen not only to what they are
saying but particularly to why and how they are saying it. (Vine, 2016), ends up with the

following decalogue (Table 1) for successful implementation of change:

Do: v/ Don’t: X

e Have a program and a clear e Accept accountability before
structure ensuring resources adequacy

e Make a gap analysis e Sacrifice quality for time

e Define roles and e Leave unsolved problems
responsibilities

e Measure progress and make e Take decisions before an in-
effective decision making depth analysis of the problem

e Make communication a
priority

e Encourage team work

Table 1 DOs and DON'Ts

As evidenced, by the theories and practices analyzed above, people alongside with
planning are the key factors to successful implementation of changes. The ideal is to
follow these theories step by step. However, this may be possible only for planned

changes, whereas, for unpredictable and radical changes it is difficult.
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Having banking practice in mind, specific elements from each theory can be adopted
during change processes, according to the situation. Both approaches/practices of Fullan
(2008), and Vine (2016) apply in practice since people’s involvement/participation,
alongside with incentives and trust of people are significant for successful change. The
merger of banks in Cyprus constitutes an empirical case where people’s feelings and
concerns, have been proven to be important. Particularly in the departments where
managers/leaders gave the necessary attention and incentives to employees to
participate in the change process, and exteriorize their feelings, resistance to change had

been minimized.

2.3 Resistance to Change

Which are the most usual barriers to change and to what extent they affect

change?

After a deep analysis of several planned organizational change theories, Rosenbaum &
More & Steane (2018) came to the conclusion that resistance to change constitutes a
common intrinsic element. However, resistance to change may be either positive or
negative for the organization, mainly depending on the way it is handled by
management team. Furthermore, they emphasize on the role that individual emotions

play in mediating the impact of negative resistance.

Indeed, this is true, having in mind the changes that took place in the banking sector in
Cyprus during the last years. In those changes, special attention has been given to the
factors causing the resistance, and proactive measures have been taken by change agent
to avoid future conflicts. The significance of the role of change agent in the process, is
analyzed by Rosenbaum & More & Steane (2018) in their article. They emphasize on the
importance to an understanding of the change drivers, and the reactions to those
drivers, from a change agent’s perspective. They refer to nine drivers of change,
including “external environment, mission and strategy, leadership, culture, structure,
work climate, task requirements and individual skills, individual needs/values,

employee motivation.”
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Another way to face resistance to change is to involve resisting people, by giving them
the chance to participate in the change process. During the last technological
advancement of the bank’s systems that took place after the merger, change agent
involved people from all the related departments including those resisting to change. At
the end, resistance to change has been proven to be a blessing rather than a curse. If
change will be treated as a challenge for listening and understanding people’s concerns
and worries, taking into account the above mentioned drivers, then change

implementation will be easier and more successful.

People, according to Sacerdote (2014) constitute a significant prerequisite for
organizational change to be successful. He suggests three models to overcome resistance
to change, focusing to the fact that people must first change themselves, even though,

they need time to adapt to the new situation. The three models include the following:

e Mutual trust and respect

By “getting into employees’ shoes”, managers create a climate of mutual trust and
respect with employees, and they manage to convince them of the benefits of the change
for the organization and finally gain their engagement to it. However, each individual

needs to be exclusively treated expecting personal benefits from change.

e Resistance cycle

From listening to engagement, people go through four stages including: denial,
resistance, exploration, acceptance. Managers’ role is to convert denial to acceptance, by
listening, motivating, training, and communicating the advantages of change for each

one separately.

e Leadership style

Managers/leaders have to adjust their style according to the situation. Education,
communication, participation, facilitation and support, are some of the qualities they

should use to gain employees’ commitment.
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The role of leaders and more specifically middle managers, is analyzed in depth by
Amarantou & Chatzoglou & Kazakopoulou & Chatzoudes (2018), when analyzing
literature review on resistance to change. Despite the fact that their research, is about
health and hospital’s emergency departments, the argumentation, conclusions and
suggestions apply to other sectors of the economy as well. Specifically, they focused on
contextual factors creating resistance, stating that stress, anxiety, job insecurity, loss of
control, fear of the unknown, constitute the primary factors supporting resistance to
change. Having in mind the process, from emotions/feelings to actions and from actions
to outcomes, they suggest that resistance cannot be managed only from a technical
perspective but with significant contribution of the human factor and management

team.

Along similar lines, is the article of Rajiv & Shalini (2018) who focus on the gap between
resistance and readiness to change and the role of mediators. Since each change may
drive employees out of their comfort zone, organizational support will create a
relationship of trust that will lead to successful implementation of change. Trust in

leadership leads to positive feelings towards readiness to change.

Finally, in order to improve both practice and research on planned change, the majority
of theories and practices end up to the benefits of transformational leadership. The
significant role of managers to the process of change, lies to their ability to effectively
manage change (including people) that constitutes an important advantage. Empirical
evidence has shown that, transparency alongside with regular information and
communication with employees, as well as performance rewards, lead to positive

attitudes and building of self-confidence.

“Managers should explain employees the necessity of change and clarify that even if
their job position within the organization is altered, it will be for their best interest,
meaning that their abilities and talents will be optimally used. Managers should also
invest in building and maintaining the trust of their employees, especially before and
during a change process.” (Amarantou & Chatzoglou & Kazakopoulou & Chatzoudes,

2018, p. 441).
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The following diagram (figure 6) illustrates the relationship between resistance to

change and readiness to change.

Trust

READINESS
RESISTANCE Support

TO CHANGE
TO CHANGE Motivation

Commitment

Figure 6 RESISTANCE vs READINESS TO CHANGE
2.3.1 Culture and Change

Culture is probably the number one enemy of change, and ally of resistance to change.
The notion of culture is broad and profound. It is the way an individual interacts with
others, and it includes characteristics such as values, beliefs, attitudes, traits which
differentiate one person from another. Group culture is the way a group/team works to
achieve common goals and objectives. Finally, organizational culture is the way an
organization works, the procedures, principles and strategies it adopts, which create its

image and differentiate it from other organizations.

Cultures are internally affected by forces encouraging change as well as forces resisting
change. These forces are related to both social structures and natural events, and are
involved in the perpetuation of cultural ideas and practices within current structures,

which themselves are subject to change. (Wikipedia).

McShane and Glinow (2010), distinguish organizational culture into two categories,
‘strong’ and ‘weak’. The features of a strong culture include, conformity with the external
environment, moderate strength that allows subcultural diversity, and flexibility/easy

adaptation.

The above statement is supported by Tanu & Sandeep (2018) stating that change-ready
organizations, perform well, when adopting organizational resilience, learning

orientation and adaptability. They connect emotional intelligence, the ability to
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understand and manage own and others’ feelings/emotions, with cultural intelligence,
the ability to function effectively when cultural diversity exists. Cultural intelligence is
the commitment in a set of behaviors and qualities of people interacting together.
Indeed, in the case of the merger of the two banks, if managers and employees had
followed cultural intelligence, conflicts would have been avoided, and change

implementation would have been smoother.

As Tanu & Sandeep (2018) suggest “It is neither the strongest nor the most intelligent
that will survive, but the one most responsive to change”. This is true, but it does not
apply in every case, in practice. In the case of the merger, even though the acquired bank
had to adopt the culture and the practices of the acquiring bank, behaviors were
observed, where employees of the acquired bank continued to work the way they used
to. Such behaviors, however, are not condemned, but expected, since the rapid and
sudden merger accompanied by the ‘early retirement scheme’, caused panic and

uncertainty, and did not leave room for organization and planning.

A similar example discussed by Kavanagh & Ashkanasy (2006) is that of the merger of
three large public-sector organizations, and the impact of leadership and change
management strategy on organizational culture and individual acceptance of change
during the merger. They examined the way leaders should behave during a merger and
the qualities and style they should adopt to encounter different cultures and resistance
to change effectively. The stronger the culture, the most difficult to adapt to the new

order of things.

In theory and practice as well, learning is easier and more acceptable, than unlearning
things. Culture is difficult to change since people are reluctant to get out of their comfort
zone. However, leaders/managers are the first who have to accept change. Their role is
fundamental in increasing employees’ readiness to change and development of a culture

adaptable to changes.

Kavanagh & Ashkanasy (2006), support the above reality stating that “when a culture
becomes dysfunctional as a result of change, it is the leader who must act to assist the
group to unlearn some of its cultural assumptions and to learn alternative assumptions.”

(Kavanagh & Ashkanasy,2006, pp.S87).
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In his book ‘Leading in a culture of change’, Fullan (2001), provides valuable insights for
leaders in order to be able to operate effectively under complex, uncertain

circumstances. He focuses on the factors that can improve leadership.

Kohnen (2005) while reviewing the above mentioned book, he distinguishes the

“

following: “... three powerful lessons about leadership that have implications for
developing more of it, including, the vital and paradoxical need for slow knowing, the
importance of learning in context, and the need for leaders at all levels of the
organization, in order to achieve widespread internal commitment.” (Kohnen, 2005,
pp-121-122). In addition, to improve leadership, he suggests that leaders should: impose
moral purpose, understand the change process in depth, think out of the box, develop

helpful relationships to implement change, achieve internal commitment to change at all

levels.

Summarizing, we have to admit that all the above run smoothly, when the change is a
planned one. What happens in case changes are sudden and unplanned? The conclusion
is that more and direct efforts should be made in all directions when changes are

sudden, unplanned, radical, in order to reach the desired results/outcomes.

2.3.2 Change during Crisis

According to Kovoor-Misra (2009), crisis and change often go hand in hand. A crisis
often results in organizational changes. Crises and change situations are characterized
by both threat and opportunity attributes. In threat situations, individuals will focus on
‘who we are’, whereas, in opportunity situations, individuals will also focus on ‘who we
could be’. In cases of mergers/acquisitions, employees of the acquiring organization may
perceived the change as an opportunity, and employees of the acquired organization

may perceived the change as a threat.

However, most of employees of both banks had seen the merger as a threat. The
movements of the bank to impose stricter regulations, and temporarily postpone
approvals at lower levels, were some of the measures taken to tighten control and to
maintain stability of the ‘new bank’, which created more threats to employees’ self-

esteem and self-confidence.
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Vishnumurthy (2017,p.18), while examining the effect of financial crisis to corporate
governance, states that banks had no transparency or standardized corporate
governance, due diligence, and these coupled with high risk taking and innovation and
light touch regulations were a dangerous mix which did not end well. Due to crisis,
clients lost faith in their banks as their assets were misused and they were used for the

bank’s gain.

The conclusion is that, none of the situations of threat and opportunity should be
underestimated, but should be taken into consideration and be processed accordingly, in

order to have a positive outcome.

Kovoor-Misra (2009), agrees that organizational changes may be planned, or unplanned.
The author has developed new aspects in the field of change, including the need to
highlight the identity cost of not changing, and the size of the security gap. The case of
the merger of two major banks in Cyprus, was not a planned change, and came out
suddenly and unexpectedly. However, the cost of not changing would have been high,
since the banking sector had been forced by the new order of things, to shrink, while
achieving at the same time, restructuring of the banking system and protection of the
interests of the depositors. In the absence of the merger, both banks had to impose

stricter measures including layoffs and closures.

Another important issue, associated with the merger of banks in Cyprus, was the high
level of turnover of executives, and not only. As mentioned earlier in the report, the
merger took place during economic crisis, and in addition, a voluntary retirement
scheme was in force. A lot of executives in key positions decided to resign, creating

unpredicted confusion and anxiety to the whole organization.

According to Stouten & Rousseau & De Cremer (2018), partially/gradually
implementation of change through short-term wins, works positively, convincing people
of its viability. Furthermore, authors suggest that middle management succession
should be consistent with change, supported by top management as well. Consequently,

employees become more willing to change if supported by their leaders/managers.
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Above statement is true. Banking practice has shown that, even in big and complex
changes, gradual implementation of changes together with employee empowerment and
management support, accompanied by pilot testing as well, are concepts directly

interrelated, constituting the key factors to successful implementation of changes.

2.4 Change Management and Communication

What is the role of communication during change?

Despite the fact that the above mentioned measures constitute a movement to the right
direction, been adopted at the case of Cypriot banks as well, the difference is that the
timing and the way they had been communicated to the employees were not the

appropriate.

The significance of the communication process is annotated by Stouten & Rousseau & De
Cremer (2018), stating that, when clear explanations are given to people about the
nature, reasons and impact of change, for the benefit of both, the organization and each

individual as well, their commitment and positive reactions are being won.

The strength of communication, transparency and trust, were also demonstrated by
Kavanagh & Ashkanasy (2006) to be of equal importance in the case of the merger, as
the leader/manager and the leadership style discussed above. The three concepts
constitute the key tools within any change process, that make employees feel more
confident and finally accept/support the change. However, in the case of the merger of
Cypriot banks, communication was neither constructive nor effective, due to the fact
that most of the managers at all levels decided to resign and communication channels

were interrupted.

Finally, Kavanagh & Ashkanasy (2006) emphasize on culture change and distinguish
between management and leadership. They suggest that leaders should: act as change
agents and encourage people’s participation to the change process, manage culture with
merger, communicate effectively at all levels, transmit individual benefits and adjust

their leadership style accordingly.
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A similar case to the merger, is that of strategic alliance change in high-term firms,
examined/analyzed by (Raymond, 2016). Though the subject may be different, however,
the concept is the same. Emphasis is given on the factors determining whether an
alliance will be sustained following a change, including, mutual dependence, joint
decision making, inter-firm trust and interaction, planning and impact of change. The
research suggests that major unplanned changes are harmful to alliances and that an
alliance may be weakened by a change. On the other hand, alliances may be sustained
over time if a relationship of mutual trust, healthy communication, joint decision making

and problem solving is developed.

2.5 Change Management and Job Satisfaction

What factors affect job satisfaction during change and to what extent?

“During organizational changes, employees could experience situations, such as natural
disasters, terrorism, global competition, layoffs, re-organization, mergers and
acquisitions, which could change their perceptions of the organization’s identities, with
possible effects on their job satisfaction and organizational commitment.” (Kovoor-
Misra, 2009, pp.495-496). On the other hand, she highlights identity costs of not
changing, which may include either financial or psychological costs. Both costs have a

direct effect on job satisfaction.

When Kavanagh & Ashkanasy (2006) analysed the case of the merger of three large
public-sector organizations, they pointed out that employees experienced negative
feelings such as stress, regarding uncertainty and job insecurity, with a negative effect

on job satisfaction.

However, Wisse & Sleebos (016) provide an explanation why there are considerable
inter-individual differences in the amount of stress that employees experience during
change. They suggest that the dynamics between individual characteristics and the
context of change need to be taken into account. Individuals whose personal life is
salient are more affected. More specific, a discontinuity in the enactment of an identity

may be highly stressful, due to uncertainty.
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De Vose (2015), supports the above statements, ensuring employee satisfaction is a

challenge for leaders, whereas, uncertainties with change, create a negative impact on

employees’ satisfaction. Positive feelings/attitudes lead to increased job satisfaction

whereas negative feelings, such as fear of the unknown, fear of failure, not clearly

defined benefits from change, reduce/eliminate job satisfaction, or create job

dissatisfaction.

Global Workforce Study 2014 and Global Workforce Study 2016, studied the top

retention drivers for employees. Morgan (2014) studied drivers for job satisfaction.

The following table (Table 2) shows results of the studies, in priority order:

GLOBAL WORKFORCE | JACOB MORGAN 2014 | GLOBAL WORKFORCE
STUDY 2014 STUDY 2016
e Salary Appreciation for Salary
your work
e C(Career Good Career
advancement relationships with advancement
opportunities colleagues opportunities

e Trust in senior

Good work-life

Physical work

leadership balance environment
e Job security Good Job security
relationships with
managers
e Length of Company's Manage  work-
commute financial stability related stress

e Relationship Learning and Relationship with
with career leader/manager
leader/manager development

e Manage work-
related stress

Job security

Trust in senior
leadership

Table 2 DRIVERS FOR JOB SATISFACTION

The results from the above studies mainly focus on three categories:

e Salary, and career advancement opportunities

e Good relationships with colleagues and with leaders/managers,

e Company’s stability and job security.
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“Managers play a particularly important role when leadership from the top of the

organisation is lacking.” (Global Workforce Study, 2014).

In addition, Stouten & Rousseau & De Cremer (2018), raise another issue, the perception
of fairness. They suggest that the type of fairness reactions of employees is affected by

the treatment they have from their leaders/managers.

Harris & Jones (2018), distinguish between positive leadership and negative leadership.
The optimistic approach tends to overshadow and surpass any reflections upon the
negative aspects of leadership and management. The ‘dark side’ of leadership is the
negative approach, including unfairness or favouritism of some colleagues over others,
marginalisation of certain minority groups, promotion of some colleagues by using
existing personal relationships, repression of the views of those against the status quo.
Some examples of the educational sector they mention, include negligence,
mistreatment of people, abuse of power, and corrupt organizational cultures. (Harris &

Jones, 2018,p.475-477).

According to the authors, ‘dark side’ leadership leads to greater employee stress,
reduced job satisfaction, and low productivity. On the other side, positive leadership
leads to enthousiasm, high job satisfaction and high productivity. Nevertheless, they
suggest that more empirical evidence is needed to illluminate the relationship between

destructive leadership and organizational change.

Empirical research has shown that managers often make the mistake not to inform
employees about the change by assuming that they will see the change when is going to
start, and remain non-active. Since change causes fear and uncertainty, employees need
time and support to understand the change and engage to it. Leaders will avoid under-
managing change or over-reacting to resistance, if they understand that people’s

reactions to changes follow the four stages, as described below:
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Figure 7 PEOPLE'S REACTIONS TO CHANGES

However, conclusions extracted from banking experience, show that leaders’ changes

may take one of the following three forms:

. Ifl> -

Figure 8 LEADERS' REACTIONS TO CHANGES

Specifically, managers without the qualities to deal with changes or without
experiencing themselves the fear of unknown, become non-active with all relevant
consequences. When changes come abruptly and suddenly, only reaction measures can
be taken. The proactive and positive approach is followed by managers who are
organized, make plans to face possible problems and resistance to change, and
encourage employees to participate in the change process. This approach can be

effective and lead to satisfied employees.

According to Kavanagh & Ashkanasy (2006), “individuals from an acquired firm will feel
the impact of a merger more strongly and may feel worthless and inferior because of

loss of their autonomy and status. This leads to reduction of job satisfaction. On the
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contrary, individuals with positive reactions to change, develop positive behaviors and
enjoy job satisfaction.” The authors also suggest that for a successful merger, leaders
should be competent and positive, adequately trained to adopt a change process of

transforming the organization and lead organizational change.

In a different approach, Tanu & Sandeep (2018), connect job satisfaction with emotional
intelligence. They smartly suggest that emotional intelligence is the driving force behind
motivated successful leaders and satisfied work force, since people with emotional

intelligence are ready to work with cultural diversity and ongoing changes.

The concept of emotional intelligence in combination with the strengths of the
employees, in areas like team structure and leadership, was analysed by Reddy &
Neelakanteshwar (2018) in their article ‘Ability mapping of workers in banking sector”.
They suggest that competency mapping is critical for the performance and future
growth of the bank, as a result of the expansion and development of each business that is

based on the economic and glad operating employees.

Indeed, banking practice has shown that at the departments where managers/leaders
had the qualities of emotional intelligence, openness to changes and easy adaptation,
towards the achievement of organizational goals, changes including merger procedures

were faster and smoother.

2.6 Changes in the Banking Sector

The case of an Australian Bank, where enhancing pre-merger identification resulted in
positive post-merger identification, and the factors facilitated this outcome, has been
analyzed by (Joseph, 2014). Both banks’ employees continued to work under their pre-
merger brand, instead of joint-brand Merger &Acquisition. However, there were
employees belonging to more than one group, where intergroup conflicts and intergroup
discrimination have been arisen. To strengthen the link between pre-merger and post-
merger identifications, the bank followed specific steps, including establishment of a
superordinate entity, using threat and legitimacy as mediators, and analysis of the status

and dominance differences of the merging groups.
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However, this was a temporary arrangement until the full transfer of business to the
‘new banking situation’ and the consolidation of the banking sector. At the end,
employees and groups with strong and positive identification, improved job satisfaction

and organizational behavior.

Charoensukmongkol (2016) analyzed the case of a financial institution in Thailand,
giving emphasis on employee psychological reactions to mergers and acquisitions, as
well as to the role of the change agent. Negative feelings create resistance to change.
Understanding and managing signs of resistance to change at the early stage of the

change process is crucial.

Osei-Bonsu (2014) has dealt with the impact of change management on job satisfaction
of employees in Ghana’s banking sector. The findings are similar to those of the banking
sector in Cyprus. The author focused on the factors supporting change management
programmes, including communications, job demands, job knowledge, participation of
employees in the process. “Key attributes of employee participation, such as open
communication, expressing new ideas, shared vision and common direction, as well as
mutual respect, are key elements in fostering trust and managing organizational change.
Participation of employees in decision-making process also indicates both the

organization’s and management’s trust in their employees.” (Osei-Bonsu,2014,p.142).

Narvanen (2018,p.12), has dealt with change management and transformational
leadership. Great leaders create ideals, to show with the vision the directions of
development, encourage people, and give tools to implement the change. This includes,
controlling resistance to change without discouraging employees, communicating the

importance of change in a way to make employees engage to it, and work hard for it.

The relationship between workplace spirituality, job satisfaction and organizational
citizenship behaviors, was analyzed by Belwalkar & Vohra & Pandey (2018), in the
context of an Indian private sector bank. Results indicated that increase in job
satisfaction leads to greater display of organizational citizenship behavior and

workplace spirituality.
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Another case similar to the merger of the Cypriot banks, is that of merger and
acquisition in Indian banking sector, analyzed by Warne & Gupta (2018). The small and
medium size banks were working under threat from the economic environment, such as
inadequate resources, outdated technology, weak financial structure. On the contrary, in
Cyprus this was not the case. Major banks were forced to merge, in order to restructure
the banking system, protect depositors’ interests, gain economies of scale, and be
competitive. However, small and medium size banks in Cyprus did not experience the
threat from the economic environment, since they mainly consist of large foreign

banking institutional branches.

2.7 Conclusions

What is the ‘golden recipe’ for successful change management?

Not every change is the same, and not every change is treated the same way. It depends
to the situation and to the context. Undoubtedly, the merger of banks in Cyprus, was a
situational and highly contextual change. Merger was one-way, and coincided with the
peak of the economic crisis, about mid-2013. The cultures of both banks had to coexist
and employees had to work together in a new and unknown environment, with fear and
anxiety about the future. On the top of all those changes, a voluntary retirement scheme
was announced since the ‘new bank’ could not absorb all the employees. In order for the
‘new bank’ to continue working efficiently and effectively, a significant number of

employees had to resign.

Kovoor-Misra (2009), suggest that every change should be faced as an opportunity and
not as a threat, in order to increase openness to change and avoid resistance to change
which goes hand by hand with threat. Everybody should change and accept the new way
of things.

Numerous scholars have dealt with planned change management theories and practices.
Few scholars, however, have examined whether these theories and practices can apply

during unplanned changes.
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Among the few scholars, Russell (2006) dealt with the ‘execution gap’, the disconnection
between vision and action. As he mentions, unplanned change increases the distance of
the execution gap. He clarifies that unplanned changes arise from factors outside
organizations’ controls such as industry consolidation, globalization, government
regulations, and technological advancements. However, these changes require agile

responses.

According to Russell (2006), planning for unplanned changes is imperative in order to
comply with rules and market conditions. He suggests that systems, policies and

processes should be built in such a way to be flexible and adaptive to changes.

When dealing with unplanned changes, the theories described/discussed above do not
absolutely apply. However, a selection of elements of every theory in combination with
specific practices, should be adopted in each change, according to the situation and to
the context. An alignment must exist between employees’ interests/benefits and

organization’s interests/benefits, in order to achieve successful change implementation.
2.7.1 Leaders - Employees Relationship

“Change efforts usually fail because leaders focus more on the objective of change
initiative than on the proper steps involved. Thus, leaders must be able to make change
initiatives work and minimize resistance to change, while maximizing organizational

performance and employee satisfaction.”(De Vose, 2015,p.7-9).

Particularly during unplanned radical changes, the role of leaders/managers becomes
more significant. In the case of the merger, leaders had to deal with different cultures,
different attitudes, and different practices. Kavanagh & Ashkanasy (2006), distinguish
between leadership and management. They note that, what makes leaders successful are
employees’ perceptions of them. However, top management should be committed and

supportive to changes.

The ‘leader-member’ exchange as analyzed by Saeed & Afsar & Cheema & Javed (2018)
is crucial. “High-quality relationship between employees and their leaders, characterized
by friendship, loyalty, high-effort work outputs and professional respect, make

employees ready to accomplish their work, thereby enhancing their confidence and
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perception that their work has both meaning and impact, all of which leads to innovative
work behavior. In order for creative ideas or changes to be implemented, support for
employees by leaders is essential. An environment where employees can easily and
openly exchange ideas, information and knowledge with others, may smoothly lead to

any change.” (Saeed & Afsar & Cheema & Javed, 2018).

2.7.2 Motivation

Empirically speaking, to learn something new is the easy part of the process. To unlearn
something that is already present, is the difficult part. If employees of all levels were
encouraged to participate in the change process, they would be committed and more
receptive to changes. According to McShane and Glinow (2010) no change will occur,

unless there is motivation to change.

“Factors motivating employees to commit to change, include the following: discrepancy
between status quo and a desired state of affairs, perceived change appropriateness,
change efficacy, support for the change from leaders, and perceived valence of change

for the employee.” (Jaros, 2010,p.81).

2.7.3 Communication and Participation

Petrou & Demetriou & Schaufeli (2018), suggest that both, the role of managers in
communicating organizational change, and the role of employees in successful

adaptation to organizational change, are critical.

“Quality of organizational change communication refers to the extent to which an
organization provides useful, timely, and sufficient information on the implemented
organizational change, and thereby, commits employees to the change process.
However, adapting to organizational change successfully means that employees perform
adequately their new tasks and remain engaged at work.” (Petrou & Demetriou &

Schaufeli, 2018,p.1769).

According to Osei-Bonsu (2014), both sides of the coin should exist in order for change
implementation to be successful. One side of the coin represents
information/communication of the change to the employees, whereas, the other side
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encourages participation of employees to the change process. According to findings,
employees’ involvement was limited to information, however, results after change have
shown that employees’ feelings were positive, with positive impact on job satisfaction. In
managerial decisions regarding change, factors affecting employees as well as factors
affecting the organization should be considered. The conclusion is that, participation

creates trust, and the higher the trust to managers, the lower the resistance to change.

In addition to continuous communication with employees, transparency and
transformational leadership with emotional intelligence, are key factors which

contribute to the success.

According to Narvanen (2018,p.6), the aspect of transformational leadership is
important. The key to the success of a banking organization is the leaders’ effective
management of human resources, since the fear of uncertainty during a period of crisis
is likely to lead negative and defensive attitude and behavior, employees’ turnover and

customers’ loss.

2.7.4 Training and Coaching

To remove resistance to change (especially technological changes), Oza & Mandhanya
(2017), suggest training and conducted workshops for employees to make them familiar
with new technology/new systems. In the case they analyze (Indian banking sector
changes) top managers involved employees during change processes and offered

training to employees. As a result, productivity had been increased.

Another case from the banking sector (Kenya), is that of (Kiago & Bett, 2017), who
examined whether implementation of strategies is affected by, organizational structure,
organizational leadership, organizational culture and organizational change. They came
to the conclusion that organizational culture was found to have negative effect, while
organizational change was found to be the most important to the process of strategy
implementation. At the same time, they ensure that the bank follows an extensive

training program for employees to meet technological changes.

The efficacy of executive coaching in times of organizational change, as analysed by

Grant (2014), helps executives develop the psychological and behavioural skills needed
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to focus on reaching their work-related goals whilst simultaneously dealing with the

uncertainty associated with organizational change.

“Participation in a coaching programme during times of organizational change would be
associated with increased goal attainment, enhanced solution-focused thinking, greater
ability to deal with change, increased leadership self-efficacy and resilience, decrease of
depression, anxiety, and stress and increase in workplace satisfaction.” (Grant,

2014,p.269).

2.7.5 Job Satisfaction

High employee satisfaction with strong morale can be a significant factor in increasing
organizational performance and productivity. When the proper actions are not
completed during the change implementation process, and not reasonably sequenced,
employees will not be satisfied with the change efforts and the process becomes

stagnant. (De Vose, 2015,p.10).

However, “planning by management tends to enhance employees’change efforts and
psychological well-being. This implies that the more efforts are made to plan change in
advance, the more the change becomes predictable for employees. Other factors such as,
open communications, personal feedback, participation of employees into decision-
making processes, lead to organizational trust and commitment, and increase job

satisfaction.” (Osei-Bonsu, 2014,p.p.140-142).

Rajiv & Shalini (2018) support all the above views, stating that “trust, perceived
organizational support and emotional attachment bridge the gap between resistance
and readiness to change. Organizational trust is the key success to any change, absence
of which leads to failure of the same. The trust between the superior and the
subordinate, is one of the driving forces behind change. Furthermore, emotional
attachment with the organization leads to a positive attitude toward a change and
commitment to organizational change. Effective commitment is an emotional linkage
between an employee and the organization and a strong acceptance of organization’s

goals and values. In addition, training of employees during organizational change by
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providing them organizational support, resistance to change will be lesser to a greater

extent.” (Rajiv & Shalini,2018,p.p.230-236).

Along similar lines, Jaros (2010) suggests that commitment to change has been a key
psychological mechanism linking organizational efforts to implement planned change
and employees’ behaviours. Commitment to change leads to increase employees’ job
satisfaction, and helps managers achieve desirable outcomes by overcoming resistance

to change.

On the other hand, Kavanagh & Ashkanasy (2006), suggest some practical solutions,
including appointment of qualified employees to key positions, removal of employees

resisting to change, adoption of cultural communication mechanisms and role models.
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Chapter 3

Methodology

3.1 Introduction

The first chapter focused on the notion of change and the problem of change
management, with reference to several theories and practices about organizational

change and change management.

In the second chapter, theories/practices were developed and analyzed in depth,
followed by a discussion including comparison of them. A critical review of the
views/surveys of various scholars has been made. Furthermore, Cyprus reality as
evolved through economic crisis, has been analyzed and connected with change, and

change management theories.

This chapter develops the philosophy, methodology and population of the research,
followed by a description of the variables and tools used to measure the survey's results.
Detail analysis follows, concerning the stages of the survey, the statistical methods used,

the ways of correcting data and checking its validity.

“A research can be defined as a systematic way of finding out things with a clear
purpose, where the data is collected and interpreted systematically, thus increasing
knowledge. This process of collecting, interpreting and formulating the data needs a
certain methodology. This is termed as research methodology. (Vishnumurthy, 2017,
p.39).”
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The main objectives of this research are, to examine barriers to change, the extent to
which change management theories are successfully applied in practice, whether
employees had been informed about organizational changes, or participated in the
change processes in any way, and finally assess the implications of change management
on employees job satisfaction, as well as factors affecting job satisfaction during the

three stages of change; before, during, after change.
3.2 Philosophy and Methodology of Research

The aim of this research is to seek scientifically valid answers to questions, concerning

organizational change and successful change management.

Specifically, the research is looking for answers whether and to what extent change
management theories are used in practice, during planned or unplanned changes. The
case of the merger of major banks in Cyprus is analyzed and conclusions are extracted
according to results derived from questionnaires. Discussion follows about successful
implementation of change, and comparison of findings with literature and theories, such
as Lewin’s model that is the cornerstone, on which all other change management

theories are based.

Research is based on and uses the quantitative approach for data collection. It is
descriptive in nature and uses questionnaire to collect data. The population to whom the
questionnaire is addressed, is divided into 2 groups, including bank and nonbank
employees. The answers of 187 persons have been collected, 92 of which from banking
sector and 95 from other sectors. Actually, nonbank employees have been asked to
answer questions both as 'observers' of changes in the banking system and the

economy, and as 'protagonists’ of changes in their own work environment.

Further to the general findings of the survey, analysis is made as well, of individual
factors such as profession, age, hierarchy. A comparison of findings is made and
conclusions extracted. Since, the research is focused on the level of communication and
the level of job satisfaction during the stages of change, independent variables affecting

these two concepts are analyzed in order that any deviations can be interpreted.
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The questionnaire is made up of 3 sections. The 1st section includes demographic
information, and the barriers against implementation of changes. The 2nd section
includes the extent to which change management theories are used in practice, and
whether employees had been informed of organizational changes, or participated in the
change processes. Finally, section 3 measures the level of job satisfaction, including
negative feelings of people such as fear, panic, anxiety, as well as, the factors affecting

job satisfaction during the three stages of change.

The Likert scale for quantitative data collection has been used for the questionnaire.
Likert scale is a psychometric scale commonly involved in research that employs
questionnaires. It is the most widely used approach to scaling responses in survey
research, such that the term is often used interchangeably with rating scale, although

there are other types of rating scales. (Wikipedia).

Closed questions were used, having a choice of answers from 1 to 5, among which, 1
represents Not at all, 2 Little, 3 Moderate, 4 A lot and 5 represents Very much. Number 3
could represent neutral opinion (neither agree nor disagree) instead of moderate,
however, neutral in my opinion is not representative since it is usually used when
people do not want to express their opinion, or when they want to avoid the
question/answer. Furthermore, closed questions with answers either YES or NO have
been avoided (except the one distinguishing the profession) since they do not provide

additional value, in my opinion.

In summary, this research focuses and compares the extent of application of change
management theories (based on Lewin’s model) during planned or unplanned changes,
whether the parameters of profession or age or hierarchy may alter results, and the final
effect on the level of job satisfaction. This purpose is being served through the following

research questions:

1. Which are the most important theories of change management? Can they be
successfully applied in practice?
2. Which are the most usual barriers to change and how they affect change?

3. What is the role of communication before, during, after change?
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4. What is the level of job satisfaction before, during, after change? Which factors
affect job satisfaction and to what extent?

5. What s the ‘golden recipe’ for successful change management?

The table 8 (Appendix B), illustrates the correlation of the above research questions
with literature/bibliography and questionnaire. More precisely, each research question
is connected with the appropriate literature/scholar sources and relevant questions of

the questionnaire, where answers can be found.

3.3 Investigation Procedure

Survey was conducted in four phases as shown in the following table:

PHASES ACTIONS

PHASE 1

02/01/2019-15/01/2019 | Telephone conversation with the persons, the
questionnaires are to be addressed to.

16/01/2019-31/01/2019 | Preparation & finalizing questionnaire questions.

01/02/2019-03/02/2019 | 10 questionnaires forwarded on a pilot basis for
feedback purposes and for any corrections or
enhancements.

PHASE 2 240 questionnaires forwarded to bank employees,
and 240 to other individuals. The minimum target
04/02/2019-12/02/2019 | is the collection of approximately 80 completed
questionnaires from bank employees and 80 from
other individuals (total 160 representing 33,33%
from each group).

05/02/2019-12/02/2019 | Reminding telephone calls/telephone messages
made.

PHASE 3 Questionnaires collected and sorted by group (as
mentioned above). Actually, 92 questionnaires
05/02/2019 -15/02/2019 | collected from 1st group (38%) and 95 from 2rd
group (40%).

PHASE 4 Answers, as derived from questionnaires,
recorded to an excel file and transferred to SPSS
10/02/2019-19/02/2019 | system. Finally, they have been sorted according
to research questions, and conclusions extracted.

20/02/2019 - 28/02/2019 | Analysis of quantitative research data.

Table 3 RESEARCH TIMETABLE
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3.4 Population of Research

The population of research has been divided into two groups, bank employees and
nonbank employees. 240 questionnaires were forwarded to each group with target to

collect about 80 questionnaires from each group (30%).

Before distribution of questionnaires, oral communication with candidates was made
informing them about the purpose of the survey, and assuring confidentiality of

information, which was given in writing as well.

The procedure of forwarding to and collecting questionnaires from bank employees, was
a bit difficult since bank’s policies do not allow official conduction of surveys within the
bank, due to the fear of leakage of information. This limitation led to handle the issue on

a personal unofficial level.

However, actual results (average 39%) were above the target (30%). The rate of
response for the group of nonbank employees was a bit higher than the group of bank

employees, as follows: Bank Employees 38%, Nonbank Employees 40%.
Demographic data of questionnaire is as follows:

(@) According to Profession
e 92 bank employees representing 49% of respondents

e 95 other employees representing 51% of respondents.

PROFESSION

ml

H2

PIE 1 POPULATION ACCORDING TO PROFESSION
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(b) According to Job Hierarchy

e 103 simple employees, representing 55% of respondents

e 47 leaders & assistant managers, representing 25% of respondents
e 19 managers, representing 10% of respondents

e 18 belong to top management, representing 10% of respondents.

JOB HIERARCHY

ml
u2

m3

PIE 2 POPULATION ACCORDING TO JOB HIERARCHY

(c) According to Age

e 17 are between 20-29y, representing 9% of respondents
e 48 are between 30-39y, representing 26% of respondents
e 59 are between 40-49y, representing 31% of respondents

e 63 are at least 50y, representing 34% of respondents.

AGE

ml
u2

u3

PIE 3 POPULATION ACCORDING TO AGE

3.5 Means of Data Collection

For the preparation of the questionnaire, surveys of (Osei-Bonsu, 2014), (Rajiv & Shalini,
2018) and (O'Connor & Jimmieson & White, 2018) have been taken into consideration.

Questions have been adjusted according to Cypriot reality, and the merger of major
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banks in the island which was an unplanned radical change. They have also been
adjusted to the five research questions mentioned in previous chapters and divided into
three sections. The same formatting and the same rating mode was used for all

questions/sections.

The issues/concepts derived from the 5 research questions, include the following:
change management theories, barriers to change, communication, job satisfaction,
successful change management. Variables affecting each issue/concept are examined.
However, for the concepts communication and job satisfaction, their change over time is
also examined (before, during, after change). At some extent (Osei-Bonsu, 2014) and (De

Vose, 2015) dealt with change of job satisfaction over time.

It is clarified that, before change refers to time when decision for change has been
announced, during change refers to period until full implementation of change, after
change refers to situation after implementation of change including cutting off of old

situation.

Initially, questionnaires were given to 10 candidates (5 from each group) for pilot
testing, in order to check face validity, content validity, construct validity and
authenticity. Feedback included some corrections for easy and fast completion, removal
of repetitions, more explanation where required, and average time for completion 5 min.

Questionnaires were translated into Greek as well, as per candidates' request.

Section A of the questionnaire consists of 6 questions and is divided into two parts. Part
1 refers to demographic data including age, job hierarchy and profession (bank or
nonbank employee). Part 2 is dealing with evaluation of the barriers to change, the
extent to which banking system in Cyprus has been affected by the financial crisis and

the extent to which changes in the banking sector affected the Cypriot economy.

For Sections B and C, participants are requested to answer having in mind a radical

unplanned change in their own work environment.

In Section B which consists of 10 questions, the role of communication is evaluated as

well as the extent to which leaders/managers motivate the team, encourage
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participation in the change process, during the three stages, before, during, after change,

based on Lewin’s model.

Section C consists of 9 questions and examines emotions of people and the level of job
satisfaction during change. Part 1 is examining whether change had been considered as
an opportunity or a threat, and the level of job satisfaction, before, during and after
change. Part 2 is dealing with factors affecting job satisfaction such as salary, job
security, organization’s financial stability, career advancement opportunities and good
relations with leaders/managers. Participants are asked to answer to what extent these

factors affected their job satisfaction, before, during and after change.

In conclusion, questions concerning communication and job satisfaction are divided into

three sub-questions; before, during, after change.
The procedure used for the survey is as follows:

e An initial telephone call was made to all persons to whom the questionnaire
would be addressed to, outlining both the importance of the questionnaire and
their participation in the research, while at the same time, assuring that
information would be strictly confidential.

e Questionnaires forwarded to candidates randomly selected.

e Reminding telephone calls were made.

e 187 fully answered questionnaires of which 47 in English and 140 in Greek were
collected (either by hand, email, fax, or over the phone), sorted and results
extracted/registered to an excel file. An analysis of quantitative research data

followed, using the system SPSS.
3.6 Validation of Measuring Tools

Researches on similar issues, of (Osei-Bonsu, 2014), (De Vose, 2015), (Rajiv & Shalini,
2018) and (O'Connor & Jimmieson & White, 2018) have been studied. Questionnaires

have been prepared with questions adjusted to the purpose and data of this research.
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The statements and the questions developed in the questionnaire were improvised and
adjusted accordingly to reflect Cypriot reality. Most of the questions focused on the
examination of a radical unplanned change in work environment, such as the merger of
banks in banking sector. Finally, questions have been adapted to respond to the 5 major

research questions.

Questions concerning banking sector; to what extent financial crisis affected banking
system, and to what extent bank mergers affected Cypriot economy, have been included
in the questionnaire for the purpose of comparing the views of the two groups, nonbank
employees’ (as observers), with bank employees’ (as participants). Findings indicate

that views converge, a fact that confirms authenticity of responses (T-test, Appendix B).
3.7 Quantitative Data Analysis Techniques

According to (Vishnumurthy, 2017) research strategy can be qualitative, quantitative or
mixed method. Qualitative is associated with interpretive philosophy, since an
explanation is expected to be given from the case being studied. Quantitative research
involves data collection technique, such as questionnaires and surveys. Data analysis
includes statistics, graphics, pies, etc. Data is used to test theories, and is connected to

survey research strategies.

(Narvanen, 2018), defines qualitative research as naturalistic, descriptive data, concern
with process, inductivity and meaning. However, when describing qualitative research,
refers to structured, standardized and abstracted modes of collecting and analysing

empirical data.

In this research, quantitative method has been followed through questionnaires
consisting of 25 questions. For each question, a response is selected from 1 to 5 (Likert
scale). Results extracted through SPSS include the mean and the standard deviation of

each question as well as the percentage of each response (from 1-5).

Quantitative data analysis, includes separation of answers into 5 groups according to the
5 major research questions. Subsequently, questions of each group have been recorded

in a table with the mean and the standard deviation of each question, for easy analysis
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and comparison of results. In addition, results depending on the percentage of each
selection, are outlined graphically in a pie for each question, except those with time
effect; before, during, after change, for which I have chosen time series. | have chosen pie
charts for data description that they display the percentage of all measurements in each
category of the variable, which in my opinion make differences more visible and the
comparisons easier. However, for measurement of variables over time [ have chosen
time series, which better depicts time data. An effort is made for reasonable
explanations where deviations have been observed. Conclusions are extracted according

to final results.

3.8 Limitations of Present Research

The first limitation, also described by Belwalkar & Vohra & Pandey (2018), is the use of
questionnaire as the sole instrument for data collection. However, to mitigate this
limitation, research questions have been formulated in such a way that results can be
verified. Each question is examined at least twice. An example is that of negative feelings
during the stages of change. If participants experienced negative feelings during change
in a higher degree than before or after change, it is implied that, job satisfaction will be
at a lower level during change, than before or after change, and vice versa. However,

future researches should include both quantitative and qualitative methods.

Though the sample was random, expedient and convenient, the problem of
generalizability still exists since sample size is small (187 employees). Future research
could include a bigger sample to enhance generalizability. However, this limitation is

mitigated since sample is homogeneous.

Another limitation is that, data is retrospective meaning that information gathered has
shortcomings. According to Raymond (2016), since people usually remember recent
events, recent experiences may prevail, resulting to forgetting salient past events.
However, this is tempered in the questionnaire by requesting participants to answer to
the questions having in mind a sudden radical change in their work environment, which

is difficult to forget (i.e. bank merger for bank employees).
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The number of candidates is limited, since bank’s policies do not allow official
conduction of surveys within the bank, due to the fear of leakage of information.

Therefore, the procedure of conducting the survey took place outside the bank.

In summary, actions have been taken to mitigate each limitation as described above.
3.9 Summary

The aim of the research is to seek scientifically valid answers to questions, concerning
organizational change and change management, fundamentally based on Lewin’s three
stage change model which is the cornerstone, on which all other theories are based.
Among other issues, barriers and their impact to change, the level of job satisfaction and

the factors affecting job satisfaction at each stage of change, are considered.

The philosophy, methodology and population of research, are being developed, as well
as, description of variables and tools used to measure survey's views. The stages of
survey, statistical methods used, ways of correcting data and checking its validity are

being analyzed.

Quantitative data was collected through questionnaires. They were forwarded, on a pilot
basis, to 10 candidates to check their validity, and then, to candidates mainly through
personal emails. The whole procedure was an important and time consuming part of the

entire investigation.

Results collected, registered to an excel file and subsequently transferred to SPSS where
results have been extracted concerning the mean and standard deviation of each

question separately. Conclusions have been extracted according to results.
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Chapter 4

Results

4.1 Introduction

This chapter deals with the results of the survey, which reflect the views of bank
employees as well as nonbank employees. The collection of data was performed using a
questionnaire, which was given to research population within the time frames analyzed

in previous chapter.

It is worth noting that, individuals who are employed in other sectors of the economy
answered the questionnaire both as ‘observers’ of banking sector changes (bank
mergers in this case), as well as ‘participants’ in an unplanned radical change in their

work environment.

Questions concerning banking sector, whether financial crisis affected banking system
and whether bank mergers affected Cypriot economy, have been included in the
questionnaire only for comparing views of nonbank employees (as observers) with
views of bank employees (as participants). Findings (T-test, Appendix B) indicate that
views converge. Later in this chapter, the views of the two groups will be compared in

other areas of the research as well.

The goals of the survey are to examine whether change management theories
successfully apply in practice, focusing on the Lewin’s model, the extent to which

barriers to change affect change, evaluating the role of communication during change
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and measuring the level of job satisfaction at each stage of change. Comparisons are

made, of mean (M) and standard deviation (SD) of each factor examined.

As already mentioned, the Likert scale was used for the questionnaire, with answers

between 1 to 5, 1 represents Not at all, 2 represents Little, 3 represents Moderate, 4

represents A lot and 5 represents Very much.
The survey results are presented in five subchapters reflecting the 5 research questions.

1. Which are the most important theories of change management? Can they be
successfully applied in practice?

2. Which are the most usual barriers to change and to what extent they affect
change?

3. What is the role of communication during change?

4. What factors affect job satisfaction during change and to what extent?

5. What s the ‘golden recipe’ for successful change management?

4.2 Which are the Most Important Theories of Change
Management? Can they be successfully applied in practice?

Change management theories include theories analysed and discussed in Chapter 2, and
other practices as well, which are used to manage change effectively. Effective change
management is the set of procedures followed to reach the desired outcome including

job satisfaction.

Table 4 refers to Q B4, B5, B6 connected to 15t RQ.

1 2 3 4 5 Mean Std.

QUESTIONS Deviation

B4. CHANGE MANAGEMENT THEORIES
SUCCESSFULLY APPLY IN
PRACTICE. 16| 75|358[49.2| 59| 35027 | 0.78545

B5. CHANGE MANAGEMENT THEORIES
APPLY IN CASES OF PLANNED
CHANGES 53182428299 | 3.7 | 3.0856 | 0.91766

B6. CHANGE MANAGEMENT THEORIES
APPLY IN CASES OF SUDDEN,
UNPLANNED, RADICAL CHANGES 25.7 | 47.1 | 273 0 0| 20160 | 0.72938

Table 4 QUESTIONS CONCERNING CHANGE MANAGEMENT THEORIES
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Table 4 indicates that the majority of respondents agree that change management
theories adequately apply in practice (M=3.50, SD=0.78). Apparently, during planned
changes there is uncertainty among respondents, but final results indicate that level of
application of change management theories is moderate (M=3.08, SD=0.92). However,
respondents disagree that change management theories apply during unplanned

changes (M=2.02, SD=0.73).

The pies below give indications of responses to relevant questions.

PLANNED

CHANGE UNPLANNED
MANAGEMENT CIRERIEES CHANGES
THEORIES g1 - e 1

2% %5 7% [EB .2 y
| . . 3
4

B :
e ms

m -

PIE 4 Q B4 PIE5 QB5 PIE 6 Q B6

Specifically, Pie 4 shows that 49% of respondents believe that change management
theories apply in practice successfully. Pie 5 shows that 43% of respondents believe that
application of change management theories during planned changes is moderate,
contrary to Pie 6 where 47% of respondents believe that their usage during unplanned

changes is very limited.

From the above findings two issues arise, the first concerning level of usage of change
management theories and the second whether implementation of theories is effective.
Despite the fact that their usage is moderate during planned changes and really low

during unplanned changes, nevertheless, practical implementation of them is effective.

The low usage of theories in practice is an area of concern, since, as indicated by the
level of responses (t-test, Appendix B), results are exactly the same for bank and
nonbank employees (QB4 M=3.46 & 3.55, QB5 M=3.11 & 3.06, QB6 M=2.03 & 2.00)
respectively, which means that respondents’ views are universal, irrespective of their
profession. Statistically significant differences, were observed for assessments according

to age or hierarchy, however, with no alteration to final results.
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A probable explanation for the banking sector, may be the fact that further to the
merger, other changes were running at the same time, such as the voluntary early
retirement scheme. Another probability may be that, neither employees nor
leaders/managers had the necessary information about changes, to be able to take
action. Facts took place so quickly, that may have prevented proactive actions, and
managers remained non-active. This statement supports literature and scholars who
identify that, organizational change occurs ‘spontaneously’ and not in a coordinated

manner (Kingston & Caballero, 2009).

It seems that the factor ‘time’ is very significant, mainly during sudden, unplanned
changes, since change becomes a fact, and the 1st step of change that is separation from
the past and readiness to accept change, is already lost. Various scholars suggest other
change management practices for unplanned changes to catch up the gap (Fullan, 2008),

(Vine, 2016).

In conclusion, findings of research confirm the fact that change management theories
focus on planned, structured changes. Planned organizational change (Rosenbaum &
More & Steane, 2018). Comparison of change theories (Kritsonis, 2004-2005). (Kingston
& Caballero, 2009).Theory of planned behavior (O'Connor & Jimmieson & White, 2018).

4.3 Which are the Most Usual Barriers to Change and to
What Extent They Affect Change?

Barriers to change include all those factors supporting resistance to change. The most
usual of them include, culture, fear of coming out of comfort zone, fear of technological

advancements, fear of future uncertainty.

Understanding and managing signs of resistance to change at the early stage of the
change process is crucial (Charoensukmongkol, 2016), since it consists one of the most

significant prerequisites for successful change management.

Table 5 refers to the Q A4, connected to 2rd RQ.
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Std.

QUESTIONS 1 2 3 4 5 Mean | Deviation

A4. COMFORT ZONE IS A BARRIER
TO CHANGE
CULTURE IS ABARRIER TO
CHANGE
FEAR OF TECHNOLOGY IS A
BARRIER TO CHANGE
FUTURE UNCERTAINTY IS A
BARRIER TO CHANGE

Table 5 BARRIERS TO CHANGE

11.2 | 134 | 278 | 219 | 25.7 | 3.3743 | 1.30301

0.5 0| 21| 326 | 64.7 | 4.6096 | 0.58889

332 | 26.2 | 225 8| 10.2 | 2.3583 | 1.29306

7.5 7 23 | 374 | 25.1 | 3.6578 | 1.15026

Table 5 indicates that respondents agree that culture is barrier to change (M=4.60,
SD=0.59). Future uncertainty (M=3.66, SD=1.15) comes next, followed by comfort zone
(M=3.37, SD=1.30). However, respondents disagree that fear of technology (M=2.36,
SD=1.29) is barrier to change.

Below is a detailed review of each factor preventing change.

COMFORT ZONE CULTURE
ml
2
m3
22% N 28% i
m5

PIE 7 Q A4a PIE 8 Q A4b

TECHNOLOGY FUTURE
UNCERTAINTY
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m2 A

3 4

& 4

s o
PIE 9 Q Adc PIE 10 Q A4d
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Responses whether the fear of getting out of comfort zone is barrier to change vary (Pie
7), with results ending up to moderate. Thus, it is implied that responses in this question

are subjective.

As indicated by the level of responses (Pie 8) the majority of respondents (65%) agree
that culture is a significant barrier to change. On the contrary, 33% of respondents

believe that technology is not barrier to change (Pie 9).

As (Pie 10) indications, 37% believe that future uncertainty is barrier to change, with M

fluctuating above moderate.

The fact that culture is enemy of change and ally of resistance to change, supports
literature. The situation is even more complicated where cultural diversity is observed.
According to (Tanu & Sandeep, 2018), emotional intelligence, the ability to understand
and manage own and others’ feelings/emotions, should be connected with cultural

intelligence, the ability to function effectively when cultural diversity exists.

T-test findings (Appendix B) have shown that according to age, statistically significant
differences are observed in the areas of technology and future uncertainty, indicating
that M gradually increases from 2 to 4 and from 1.2 to 3 respectively, from younger to
older employees. Indeed, such behaviours are observed in real work environment since

the majority of older employees have fear of technological changes.

In addition, it is pointed out that mean of employees with higher positions in the
organization is higher, especially in the cases of culture, technology, and future
uncertainty. Findings support literature, as to the level the variables affect change.

However, no fluctuations have been observed according to profession.

Overall, an indication is given that bank employees have a higher Mean (about 0.30)
than nonbank employees in the majority of fields examined. This is most probably due to
the recent sudden radical changes in the banking sector, which obviously ‘shook
certainty and stability’ of previous years. Findings, as well, support the limitation of the

research that, people tend to remember recent rather than past events.

Obviously, findings converge with literature and scholars’ views.
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(De Vose, 2015), whose findings are similar to findings of this research, suggests that
successful change management begins with organizations anticipating change and
adapting to it and that managers should use specific change management strategies to

minimize resistance to change.

4.4 What Is the Role of Communication During Change?

Communication throughout change includes an ongoing information about the change,

sincere communication and encouragement for participation in the change process.

Table 6 refers to Q B1 to B3, and B7 to B10, connected to 3rd RQ.

Std.
QUESTIONS 1 2 3 4 5 Mean | Deviation

B1l. TO WHAT EXTENT HAVE
YOU BEEN INFORMED
ABOUT THE REASONS
FOR CHANGE?

3.2 | 193 | 49.7 | 235 | 43 | 3.0642 | 0.85267

B2. TO WHAT EXTENT HAVE
YOU BEEN INFORMED
ABOUT CONSEQUENCES 10.2 | 294 | 449 | 139 | 1.6 | 2.6738 | 0.89533
OF CHANGE TO THE
ORGANIZATION?

B3. TO WHAT EXTENT HAVE
YOU BEEN INFORMED
ABOUT THE
IMPLICATIONS OF 166 | 33.2 | 439 | 64 0 | 2.4011 | 0.83897
CHANGE ON YOUR
WORK/JOB POSITION?

B7. THE LEADER/MANAGER

INFORMED THE TEAM

BEFORE THE CHANGE 9.6 | 337|455 | 102 | 1.1 | 2.5936 | 0.83959
DURING THE CHANGE 70 | 283455193 0 | 27701 | 0.83959
AFTER THE CHANGE 53 | 257 | 43.3 | 246 | 1.1 | 2.9037 | 0.86840

B8.LEADERS/MANAGERS
MOTIVATED/EMPOWERED

EMPLOYEES

BEFORE THE CHANGE 17.6 | 449 | 316 | 53 | 0.5 | 22620 | 0.83008
DURING THE CHANGE 112 [ 369 | 39 | 11.8 | 1.1 | 25455 | 0.88099
AFTER THE CHANGE 91 | 31 | 439|144 | 16 | 2.6845 | 0.88714

B9. | HAD THE OPPORTUNITY
TO PARTICIPATE IN A
TRAINING PROGRAM
FOR NEW PRACTICES

CONCERNING CHANGE 626 | 225 | 123 | 21 | 05 | 1.5561 | 0.83008

BEFORE THE CHANGE
DURING THE CHANGE 599 | 241|118 | 3.7 | 05| 1.609 | 0.87530
AFTER THE CHANGE 294 1262 | 321 | 123 | 0 | 2.2727 | 1.01888
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B10.I HAD THE
OPPORTUNITY
TO PARTICIPATE IN THE
CHANGE PROCESS OR IN
DECISION MAKING
CONCERNING CHANGE 738 | 11.2 | 11.2 | 2.7 | 1.1 | 1.4599 | 0.87513
BEFORE THE CHANGE

DURING THE CHANGE 695 | 86 | 9.1 | 123 | 0.5 | 1.6578 | 1.10253

AFTER THE CHANGE 63.1 | 11.8 | 10.7 | 128 | 1.6 | 1.7807 | 1.16400

Table 6 QUESTIONS CONCERNING COMMUNICATION

Above Table indicates that lowest M (M=1.46, SD=0.87) concerns participation in the
change process, whereas highest M (M=3.06, SD=0.85) concerns information about the
reasons for change. However, the level of information about consequences of changes to
the organization (M=2.67, SD=0.89), and implications on their work and job position
(M=2.40, SD=0.84), were significantly below moderate. Results as to the level of
communication with employees (M=2.75, SD=0.85 average) and level of motivation

(M=2.50, SD=0.86 average) are also below moderate.

As far as participation in the change process concerned, either training (M=1.80,

SD=0.90) or taking part in decision making (M=1.63, SD=1.04), results are very poor.

Below, is a detailed analysis of the information employees had concerning reasons for

change, consequences and implications to organization and on employees’ jobs’

positions.
REASONS FOR CONSEQUENCES IMPLICATIONS
CHANGE TO THE ON JOB
ORGANIZATION POSITIONS
- ml ml
y 3
2= m5 ms5
PIE11QB1 PIE 12 Q B2 PIE 13 Q B3

Indications show (Pie 11) that 50% of respondents agree that they have been informed
about the reasons for change (though on a moderate level). Similar results exist for

information about the consequences of change to the organization (Pie 12) and the
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implications on job positions (Pie 13), with 45% of respondents in both cases to agree at

a moderate level of information.

It is worth analysing levels of information and participation of employees in the change

process, over time.

INFORMATION INFORMATION INFORMATION
BEFORE CHANGE DURING CHANGE AFTER CHANGE
ml ml ml
u2 u2 u2
m3 m3 m3
4 4 4
m5 m5 m5
PIE 14 Q B7a PIE 15 Q B7b PIE 16 Q B7c

Above findings show that about 45% of respondents agree that the level of information
given from their managers was adequate (moderate) throughout the change, while

about 30% agree that information was low throughout the change.

FaRTICIPATION PARTICIPATION

PARTICIPATION
- EReEEtEn DURING CHANGE

AFTER CHANGE

ml ml

ml
2 2

2
m3 m3

m3
4 4

4
m5 H5

PIE 17 Q B10a PIE 18 Q B10b PIE 19 Q B10c

As above pies indicate the majority of respondents (74% before, 69% during, 63% after
change) agree that involvement of employees in the change process was non-existent,

throughout the change.

However, indications are very worrying since noninvolvement of employees in the
change process accompanied by low level of information, support resistance to change.
The only argument about this, is the fact that change was sudden and unplanned. Other

explanation arising from banking practice, is that managers often make the mistake not
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to inform employees about the change by assuming that they will see the change when is
going to start, and remain non-active. Change, causes fear and uncertainty and
employees need time and support to understand and engage to it. Leaders would avoid
under-managing change, if they understood people’s reactions to changes and the four

stages they pass through; denial, resistance, acceptance, commitment.

The following time series, refers to Q B7 - B10 and shows the route of the levels of
information and involvement of employees in the change process over time. It is pointed

out that:

e B7refers to information/communication
e BS8refers to motivation
e B9 refers to training

e B10 refers to participation in the change process.

COMMUNICATION AND PARTICIPATION 57
3 OVER TIME COMMUNICATIO
N; 2,9
— B8 MOTIVATION,
2.5 2.68
B9 TRAINING,
2 2.27
B10
PARTICIPATION,
L5 1.78
4
<
=
0.5
0
Before change During change After change
TIME
e===B7 COMMUNICATION B8 MOTIVATION
B9 TRAINING B10 PARTICIPATION

Figure 9 COMMUNICATION AND PARTICIPATION

Above figure shows that all 4 variables move to the same direction, that is an indication

of positive association between them. However, training made a steep movement
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upwards after change. Even though variables are gradually improved over time, they

still remain at low levels, with involvement of employees to be the lowest.

According to t-test (Appendix B), parameters such as age, profession, job hierarchy do

not create statistically significant differences to the above results.
4.4.1 Comparison of Findings of Present Research with Other Researches

The results of the current research compared to the results of the study of (Osei-Bonsu,

2014) are as follows:

e The level of information and education on the change processes was adequate
(M=4.20) whereas in this research it is almost moderate (M=2.50 to 3.00
throughout change).

e The level of participation in the change process was low (M=2.38) whereas in this

research is below low (M=1.60 to 1.80 throughout change).

Though in this research, indexes are at a lower level, findings converge to the fact that

level of participation is much lower than level of information, in both cases.

In the survey of (O'Connor & Jimmieson & White, 2018), however, information and
participation were found to be important at low and medium levels of job demands,

while they were not effective at high levels of job demands.

Whatever the case, the conclusion is that change management practices of information

and participation grow employee support towards change.

4.5 What Factors Affect Job Satisfaction During Change and
to What Extent?

For the purpose of this research, perceptions of employees whether a change is an
opportunity or a threat, feelings they might experience during change as well as other
factors such as salary, job security, career advancement opportunities, organization’s
stability and good relations with leaders, which have a direct effect on job satisfaction,

will be analyzed and discussed.
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Table 7 refers to Q C1 to C9 connected to 4th RQ.

QUESTION 1 2 3 4 5 Mean Std.
Deviation

C1. 1 HAD SEEN THE CHANGE 12.3 | 28.9 | 27.8 20.9 10.2 | 2.8770 | 1.17814
AS AN OPPORTUNITY
C2.1 HAD SEEN THE CHANGE 75 |18.2 | 139 24.1 36.4 | 3.6364 | 1.33455
AS A THREAT
C3. | EXPERIENCED NEGATIVE

FEELINGS SUCH AS FEAR,

PANIC, ANXIETY 27 | 176 | 348 24.6 20.3 | 3.4225 | 1.08168
BEFORE THE CHANGE

DURING THE CHANGE 05 | 3.7 8 35.3 52.4 | 4.3529 | 0.82536
AFTER THE CHANGE 0.5 | 11.8 | 545 27.3 5.9 3.2620 | 0.76257
C4. MY JOB SATISFACTION

BEFORE THE CHANGE WAS | 2.1 | 2.1 12.8 54 28.9 | 4.0535 | 0.83430
DURING THE CHANGE WAS |16 | 27.8 | 55.6 13.4 1.6 2.8556 | 0.72253
AFTER THE CHANGE WAS 16 |53 374 46 9.6 3.5668 | 0.80293
C5. SALARY AS DETERMINANT

OF JOB SATISFACTION 43 | 43 24.1 36.9 30.5 | 3.8503 | 1.04163
BEFORE THE CHANGE

DURING THE CHANGE 37 |75 35.8 38 15 3.5294 | 0.96327
AFTER THE CHANGE 2.7 |37 26.7 42.2 24.6 | 3.8235 | 0.93664
C6.JOB POSITION SECURITY AS

DETERMINANT OF JOB

SATISFACTION 16 |59 35.3 35.8 214 | 3.6952 | 0.92639
BEFORE THE CHANGE

DURING THE CHANGE 16 |37 16.6 43.3 34.8 | 4.0588 | 0.89908
AFTER THE CHANGE 16 |27 5.9 31 58.8 | 4.4278 | 0.84807
C7. ORGANIZATION'S

FINANCIAL STABILITY AS

DETERMINANT OF JOB 16 |32 31 374 26.7 | 3.8449 | 0.91141
SATISFACTION

BEFORE THE CHANGE

DURING THE CHANGE 16 |32 11.8 39.6 43.9 | 4.2086 | 0.88860
AFTER THE CHANGE 16 |16 10.2 27.8 58.8 | 4.4064 | 0.85858
C8. CAREER ADVANCEMENT

OPPORTUNITIES AS

DETERMINANT OF JOB 1.1 |48 17.6 42.2 34.2 | 4.0374 | 0.90023
SATISFACTION

BEFORE THE CHANGE

DURING THE CHANGE 2.1 |18.7 | 56.7 17.6 4.8 3.0428 | 0.80207
AFTER THE CHANGE 27 | 176 |56.1 15.5 8 3.0856 | 0.86953
C9. GOOD RELATIONS WITH

LEADERS/MANAGERS AS

DETERMINANT OF JOB 1.1 | 139 | 401 36.4 8.6 3.3743 | 0.86695
SATISFACTION

BEFORE THE CHANGE

DURING THE CHANGE 1.1 |10.2 | 353 42.8 10.7 | 3.5187 | 0.85724
AFTER THE CHANGE 1.1 |64 28.9 42.2 21.4 | 3.7647 | 0.89697

Table 7 QUESTIONS CONCERNING JOB SATISFACTION




Q C1 & C2, indicate that respondents agree that change is more a threat (M=3.64,
SD=1.33) than an opportunity (M=2.88, SD=1.18).

An analysis of the change either as an opportunity or a threat is made below.

CHANGE = CHANGE = THREAT
OPPORTUNITY
8%
m1l
ml
m2
2

PIE20QC1 PIE 21 Q C2

Findings vary in both cases. The majority of respondents (57%) agree with the
statement of change as an opportunity (Pie 20). However, 36% of respondents agree

that change is a threat, followed by 24% who also agree but at a lower level (Pie 21).

T-test (Appendix B) indicates that according to hierarchy management team had seen
change as an opportunity, whereas, employees as a threat. M of opportunity is increased
gradually from 2.6 to 4, while, M of threat decreased gradually from 3.8 to 2. The fact
that management/top management approached change as an opportunity may lie to the
level of information they had, compared to the lack of information of simple employees,

as analyzed in 3r4 RQ above.

According to age, only employees between 20-29y had seen change as an opportunity
(M=3.94) against average (M=2.88). Exactly the opposite happens with threat.
Employees 20-29y has seen change as a threat (M=2.05) against average (M=3.64).

In real work conditions, it is observed that older employees are not open to changes,
while younger employees face changes as challenges. Actually, results confirm the fact
that a change may be faced either as an opportunity or as a threat since perceptions are
subjective. Responses of bank employees vary since employees of the acquiring bank

may have perceived change as an opportunity, whereas, employees of the acquired bank
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as a threat. However, scholars agree that changes are characterized by both threat and

opportunity attributes. (Kovoor-Misra, 2009).

As indicated by Q C3, while before change, negative feelings were (M=3.42, SD=1.08),
during change respondents experienced higher level of negative feelings (M=4.35,
SD=0.82), which after change, decreased (M=3.26, SD=0.76) almost near to the initial

situation.

Negative feelings had a direct effect on job satisfaction which followed the same
direction as negative feelings. Overall, level of job satisfaction before change (M=4.05,
SD=0.83), significantly reduced during change (M=2.85, SD=0.72) resulting to an
increase after change (M=3.56, SD=0.80), but did not reach the level it was beforehand.

The interaction of negative feelings with job satisfaction, has been analyzed by various
scholars. Other contextual factors such as stress, anxiety, job insecurity, loss of control,
fear of the unknown, affect job satisfaction (Amarantou & Chatzoglou & Kazakopoulou &

Chatzoudes, 2018) and (Kavanagh & Ashkanasy, 2006).

Pies below measure level of job satisfaction throughout change; before, during, after

change.
SATISFACTION D%’?QT”'\IS(??:%TA'SQE SATISFACTION
BEFORE CHANGE AFTER CHANGE
‘ m1 m1
‘J 3 o 379 3
4 4
m5 m5
PIE 22 Q C4a PIE 23 Q C4b PIE 24 Q C4c

As indicated (Pie 22), the majority of respondents (54%) agree that satisfaction before
change was high. The same majority (56%) moved to moderate during change (Pie 23)

and (46%) upgraded to high after change (Pie 24). These movements show that change
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management has been effective enough to restore job satisfaction after change, almost at

the level it was before change.

Questions C5 to C9, are related to factors affecting job satisfaction. According to the
following studies (as analyzed in Chapter 2 - bibliography overview):

e Global Workforce Study 2014
e Global Workforce Study 2016,

Salary is the first factor affecting job satisfaction, followed by career advancement

opportunities, job security, good relations with managers and organization’s stability.

In this research, above factors have been examined in two dimensions, level (from 1 =
not at all, to 5 = Very much) and time (before, during, after change). Before change,
career advancement opportunities was the first factor affecting job satisfaction, followed
by salary, organization’s financial stability, job security and good relations with

managers.

The following time series refers to Q C5 - C9 and shows the route of the variables

affecting job satisfaction over time.

[t is pointed out that:

e (5 refers to salary

e (6 refers to job security

e (7 refers to organization’s financial stability

e (C8refers to career advancement opportunities

e (9 refers to good relations with managers.
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Figure 10 FACTORS AFFECTING JOB SATISFACTION

Above figure shows that job security, organization’s financial stability and good relations
with managers move to the same direction that is an indication of positive association
between them. A positive association is also observed between salary and career
advancement opportunities. These two variables, however, made a steep dive during
change, though, after change they had a slight increase. After change, a positive

association is observed between all variables.

Results indicate that employees during and after change, had a great concern about
organization’s financial stability, and their job security, rather than salary and career
advancement opportunities. Good relations with leaders/managers were kept close to

moderate level, though gradually increased throughout the change.

It can be deduced that, results before change converge with literature and the findings of
the studies mentioned above, however, during and after change, results are reversed. It
is obvious that reversal of results, is due to the lack of information and support from

managers, which created employees fear of losing their job positions.
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In addition, lack of information and communication are closely related to job
satisfaction, since they created negative feelings to employees, which in their turn

influenced negatively the factors affecting job satisfaction.

De Vose (2015), supports the above statements, ensuring employee satisfaction is a
challenge for leaders, whereas, uncertainties with change, create a negative impact on

employees’ job satisfaction.

Answers according to parameters such as profession, age, hierarchy, vary (Appendix B),
however, they do not alter final results. Specifically, younger employees voted salary and
career advancement opportunities to be the most significant factors for job satisfaction,
whereas, older employees voted organization’s financial stability and job security. A
reasonable explanation is that, young people can find work easily elsewhere, rather than
older people who have the fear of getting out of their comfort zone and changing their

habits.

In addition, top management employees have more concern about organization’s
financial stability and career advancement opportunities, whereas, people in the middle
management have more concern about job security, and simple employees about salary.
This makes sense, if we can deduce that people high in hierarchy feel satisfied, without
the fear to lose their position. But, it does not make sense for people low in hierarchy

since they should have concern about their job security, as well.

In conclusion, even in planned changes, information and communication with employees
mitigate their concerns, maintain calm and stability within the organization and
employees’ job satisfaction after all. These should constitute key factors in the case of

unplanned radical changes, where other theories cannot be applied.
4.6 What Is The Golden Recipe for Successful Change
Management?

Successful change management is directly connected to the four research questions
analysed above. For change management to be effective, it must consists of a number of

actions concerning the following:
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(1) Application of Lewin’s model to unfreeze current situation, move to new situation
and refreeze to ensure stabilization, while at the same time, encouraging driving forces

and restricting restraining forces.

According to research findings, change management theories are not adequately used in
practice. Especially during unplanned changes, their application almost does not exist.

However, it is encouraging the fact that, their application is successful.

Overall, results converge with and support literature, a fact that confirms their
authenticity. In the absence of theories or where time does not allow for actions, as it
happens in the case of sudden unplanned radical changes, other factors should be
considered and other practices should be followed towards effective change

management.

(2) Development of a culture adaptable to the ongoing changing environment and at the
same time, strong enough to avoid the development of dominant subcultures. Identify
early signs of resistance to change, assess obstacles in order to mitigate resistance and

create readiness to change.

Findings have shown that culture and fear of getting out of comfort zone are the most
significant barriers to change, future uncertainty should also be considered as a threat,

whereas, fear of technology is not an obstacle to change.

(3) Keep employees informed of what is happening in the organization and how they

may be affected. Involve employees in the change process in any way.

On the one hand, the level of information about the reasons for change is moderate,
while the level of information about consequences and implications, to the organization
and employees lies between low and moderate. On the other hand, involvement of

employees in the change process, is almost nonexistent.

(4) Keep an open line of communication with employees to develop trust, support and
commitment. Listen to employees’ concerns, and assess factors that affect job

satisfaction.
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According to results, the level of information and communication was poor. This created

uncertainty and developed negative feelings to employees, factors which supported

resistance to change and negatively influenced job satisfaction.

The following time series, refers to Q B7, B10, C3, C4 and shows the route of the

variables, communication, participation, negative feelings and job satisfaction over time.

[t is pointed out that:

e B7 refers to communication

e B10 refers to participation in the change process

e (3 refers to negative feelings

e (4 refers to job satisfaction.

COMPARISON OF SIGNIFICANT VARIABLES
OVER TIME

C4JOB
SATISFACTIO
N; 3,57
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Before change During change

TIME
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C4 JOB SATISFACTION

Figure 11 SIGNIFICANT VARIABLES OVER TIME

Findings show that there is a positive association between communication and

participation. The same positive association between the two and job satisfaction is

observed, but after change.

76



As far as negative feelings and job satisfaction concerned, a negative association is
observed between them since they move exactly to the opposite direction. As indications

show, the negative feelings are adversely related to the other 3 variables.

Overall, the behaviors observed in the fields of negative feelings, communication,
participation and job satisfaction, confirm what happens in reality. The comparison of
results according to parameters such as profession, hierarchy, age (Appendix B), helped
to better understand people’s behaviors. The fact that employees’ perceptions differ, is
reasonable, however, areas in which statistically significant differences were observed

do not alter final results.

(5) Regular review of the above measures to maintain stability, and at the same time
rewarding employees who consist the most valuable asset of the organization, to
increase job satisfaction. The issue of rewards is raised by various scholars. (De Vose,

2015) in a similar research, connects rewards with satisfaction and performance.

4.7 Summary

Chapter 4 has focused on analysing results of questionnaire (25 questions), which have
methodologically oriented on quantitative data collection and analysis. Data analysis

services the purposes of the survey.

Survey results are presented into five subchapters, where answers are given to the five

major research questions.

The first subchapter refers to the first research question. Results indicate that change
management theories do apply successfully in practice when followed. However, their
usage during planned changes is moderate, whereas during unplanned changes is low.
Literature suggests that Lewin’s model should be applied during any change planned or

unplanned, for successful change management.

The second subchapter refers to the second research question. As far as barriers to
change concerned, culture has proven to be the most significant enemy of change, fear of
losing comfort zone comes second, followed by future uncertainty and fear of

technology. Findings converge with by literature and scholars, since they support that
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culture and fear of losing comfort zone are the main factors supporting resistance to

change.

The third subchapter refers to the third research question. Further to the above, results
also indicate that level of communication during change was poor. Employees were not
informed about change, neither reasons for change, nor consequences of change to their
job/position and to organization. The low level of information/communication created
negative feelings to employees which led them face change as a threat. As a
consequence, the level of employees’ job satisfaction decreased significantly during

change.

The fourth subchapter refers to the fourth research question. Factors affecting job
satisfaction are job security, organization’s financial stability, career advancement
opportunities, salary, good relations with managers. Several studies showed that salary
is the first factor followed by career advancement opportunities, which views converge
with findings before change. However, during and after change organization’s financial

stability and job security take the first positions towards job satisfaction.

The last subchapter focuses on the prerequisites for successful change management,

which include findings and suggestions of the above four subchapters.

Findings have shown that there is a positive association between communication,
participation and job satisfaction. However, all three variables are adversely related to

negative feelings.

Finally, specific practices are suggested to be followed in case of sudden unplanned

radical changes, since theories cannot be followed due to tight time limits.

As, Raymond (2016) quite rightly pointed out, scholars who focused on major
unplanned changes have been wise. He distinguishes between planned changes, those
transpiring gradually, and unplanned changes, those transpiring quickly. He also
suggests that an organization may benefit from a change if managers react quickly to

limit the damage.
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Chapter 5

Conclusions

5.1 Introduction

Reviewing, interpreting and evaluating research findings are the key issues for the
current chapter. As defined in the first chapter, the purpose of this research is to identify
the ‘golden recipe’ for successful change management, following a route from theory
into practice through analysis of the factors resisting to change and the factors affecting
job satisfaction. The basis for determining the conditions for successful change
management, is Lewin’s theory, the cornerstone on which all other theories are based,
as well as other practices including transparency and continuous communication with

employees, to keep job satisfaction and organizational performance in high levels.

The significance of this study is determined by the results of the research and the factors
which have been assessed/evaluated. Specifically, factors supporting resistance to
change as well as factors affecting job satisfaction are identified and assessed, the extent
to which information and communication affect change either positively or adversely,
and the level of job satisfaction during change. Furthermore, the study is extended to the

different behaviors of employees according to profession, hierarchy, age.
The originality of this research is focused on the following:

e It distinguishes between planned (usually internal) and sudden unplanned
(usually external) changes. In this dimension, previous studies on similar issues
are confirmed.

e The factor ‘time’ is taken into account, since significant variables such as

information, communication, participation and job satisfaction, before, during
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and after change, have been measured and compared. In this dimension,

increased prospects for further investigations are developed.
This chapter consists of 5 subchapters according to the 5 major research questions:

1. Which are the most important theories of change management? Can they be
successfully applied in practice?

2. Which are the most usual barriers to change and to what extent they affect
change?

3. What is the role of communication during change?

4. What factors affect job satisfaction during change and to what extent?

5. What s the ‘golden recipe’ for successful change management?

5.2 Successful Application of Change Management
Theories

Among change management theories, Lewin’s model consists the cornerstone on which
other theories have been developed. We could say that, the majority of other theories on
the same issue are based on, or are extensions of this theory, which focuses on
encouraging driving forces and restricting restraining forces, in order for the following 3

steps, to be successfully implemented:

e Unfreeze the current situation, in order to create readiness for change.
e Move to the new situation, in order to achieve separation from the past and help
the new order of things to become reality.

e Refreeze, in order to maintain stabilization.

Results showed that the mean of their application during planned changes is moderate
(M=3.06), while, during unplanned changes is low (M=2.02), in contrast with the mean

of success when applied in practice, which is above average (M=3.50).

Given that change was sudden, and had already became fact, while the first step had not

yet been implemented, time for planning had been lost.
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Indeed, findings support literature that application of change management theories is
effective. However, several scholars have dealt with planned changes, but few focused
on unplanned changes. Results of this research, indicate the gap between the first and
the second step, due to the steep movement to new situation. This gap needs to be filled
and researches on similar issues including the current one, confirm the necessity of

literature review.

Suggestions include the development of a set of ‘ready to act’ measures and practices, to
be followed when sudden unplanned changes take place, since time for planning and
organizing, has already been lost. Even though (De Vose, 2015) did not focus on
unplanned changes, his suggestions include specific change management strategies
which could have a positive impact on leading change and managing resistance, while

ensuring employees’ job satisfaction.

5.3 The Most Usual Barriers to Change and the Extent They
Affect Change

The obstacles to change, identified and assessed in this research include culture, fear of

losing comfort zone, fear of technology, fear of future uncertainty.

According to results, culture is the first enemy of changes and ally of resistance to
changes with high mean (M=4.60), followed by fear of future uncertainty (M=3.66), fear
of losing comfort zone (M=3.37) and fear of technology (M=2.36).

In the case of merger of banks, the different cultures of employees of both banks had to
coexist. The fear of the unknown increased resistance to change with consequent
negative impact on job satisfaction. The new situation had to do with new managers,

new colleagues, new order of things, even new working places for incomers.

Suggestions towards mitigation of barriers to change, include that, leaders/managers
should focus on creating and developing a culture easily adaptable to changes but at the

same time strong enough to avoid the creation of subcultures which may dominate.

In addition, leaders/managers should inform employees throughout the change in order

to reduce resistance to change. Early diagnosis and handling of resistance to change, is a
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key factor for successful implementation of change and increase of employees' job

satisfaction.

(De Vose, 2015), and (Fullan, 2008)suggest other alternatives for leaders to follow,
including strategies to overcome resistance to change, other processes such as managed

learning, instead of theories of planned changes.
5.4 The Role of Communication during Change

Findings of this research revealed that even though the mean of information of
employees was moderate (M=3), the mean of empowerment/motivation was lower

(M=2.5) and the mean of participation in the change process, even lower (M=1.7).

Results have been also extracted, based on a second dimension, that of ‘time’, referring
to before, during, after change. It is observed a gradual increase of means of all variables

throughout the change.

Conclusions can be extracted that low level of communication and low involvement of
employees in the change process, resulted to negative feelings which have reached the
peak during change and consequently supported resistance to change and reduced job

satisfaction.

In conclusion, the role of communication is critically significant during all three stages of
change, including encouragement of employees to express their concerns and their
ideas, in a constructive discussion. This finding is similar to that of (Osei-Bonsu, 2014)
who suggested that employees’ participation including open communication is fostering

trust and managing organizational change.

Findings support literature suggesting that, if information about change is given to
employees and communication is maintained throughout change, resistance to change
and negative feelings will be limited, leading to increased job satisfaction and

organizational performance.

Suggestions include, the introduction of transparency and an open line of sincere and

constructive communication between management and employees. Full information
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should include reasons for change, consequences to the organization and any
implications to each employee's job, in order to maintain job security and reduce
resistance to change. Managers should also have in mind the 4 stages of people’s
reaction to change; denial, resistance, acceptance, commitment. Therefore, managers
should not only focus on communicating information to employees but encourage their

involvement into the change process.

(Osei-Bonsu, 2014), also suggests the need for organizations to review their change
management processes to ensure full participation of employees in the entire process.
Even though I agree with this view, however, ‘full’ participation cannot be implemented
in practice, thus I would suggest the participation of ‘a representative team’ from each

department.

5.5 Factors and the Extent They Affect Job Satisfaction
During Change

For the purposes of this research, factors affecting job satisfaction, include salary, job
security, organization’s financial stability, career advancement opportunities, good

relations with leaders/managers.

Before change, career advancement opportunities was the first factor affecting job
satisfaction, followed by salary, organization’s financial stability, job security and good

relations with managers.

However, according to findings, during change, organization’s financial stability bas
been the first factor affecting job satisfaction with mean (M>4), followed by job security,

career advancement opportunities, salary and good relations with leaders/managers.

Means of both job security and organization’s stability show a gradual increase over
time, indicating that employees during and after change, had a great concern about these
two factors rather than salary and career advancement opportunities. Good relations

with leaders/managers were kept close to moderate level.
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Furthermore, the positive slopes of communication, participation and job satisfaction
(as analyzed in the previous chapter) lead to the conclusion that, there is a significant

correlation between them.

Suggestions include follow up, measurement of the level of job satisfaction as well as the
factors affecting job satisfaction, at regular intervals in order to identify any changes of
employees’ perceptions and concerns, which justifiably change over time due to ongoing

changing situations.

Since each individual has own characteristics, and different beliefs/habits, a comparison
of results according to parameters such as profession, hierarchy, age, or other

parameters, helps to better understand employees’ behaviors and perceptions.
5.6 The Golden Recipe for Successful Change Management

Overall, change has been encountered by the majority of participants in the
questionnaire, as a threat. However, some of the participants put middle marks for both
threat and opportunity. Indeed, this is true since change may take both forms. As
(Kovoor-Misra, 2009), smartly distinguishes, in threat people is focusing on ‘who we

are’, while in opportunity, they also focus on ‘who we could be’.

For the purpose of this research, radical abrupt changes are examined including
economic, financial, technological, environmental crises. According to the Professor of
Strategic & International Management at London Business School, Costas Markides,

Every Crisis Has an Opportunity. He continues with the following: “The companies that

survive in difficult times are not the ones that look at the crisis as a threat; and are not
the ones that look at it as an opportunity. They are the ones that look at it as both a
threat and an opportunity. Looking at it as a threat gives us some benefits (it creates a
sense of urgency and galvanizes resources). But it also comes with costs (it makes us
short-term oriented and reactive). Similarly, looking at it as an opportunity gives us
some benefits (long-term and strategic outlook). But it also comes with costs (no
urgency and no action). So, the trick is to be able to approach it as both a threat and an

opportunity.”
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Even in best-planned changes, people constitutes the key factor towards success. Having
in mind that people’s reactions to changes follow the four steps of, denial, resistance,
acceptance, commitment, the key to gain employees’ commitment, is to encourage a
sincere communication. Communication may be constructive especially with those

resisting to change.

According to (Vine, 2016), the secret is to listen not only to what they are saying but

particularly to why and how they are saying it.

In conclusion, effective planning is a fundamental prerequisite for successful change
implementation. However, in cases of sudden unplanned radical changes, the least to be
done from leaders/managers is to justify the rationale of the change initiative, followed
by full information answering the questions what to be done, from whom, when, why,

where and how, and distribution of relevant roles.

Suggestions already made for effective change management, concerning the four major
research questions, include application of other strategies/practices where theories are
not applicable. At the same time, early diagnosis of contradictory behaviours should be
identified and assessed, in order to anticipate resistance to change. The unknown

creates fear, while knowledge generates faith and trust!

Transformational leadership may be the best to manage change effectively, since it
focuses on issues of concern as they have arisen from findings, such as motivation,
communication, development of a common culture adaptable to changes. In this stage,
change agents’ role is also crucial since they should drive change and alongside, support

employees dealing with the impacts of change.

In addition, the ongoing changing environment requires measurement of the variables
affecting job satisfaction at each stage of change, as well as the level of job satisfaction at
regular intervals. The factor ‘time’ has been shown to play a major role in the change
process, since measurements of the levels of communication and job satisfaction, before,
during and after change, give us the incentives to make further endoscopic
investigations. Briefly, if the level of satisfaction during change was at least at the same

level of that before the change, it would certainly be much higher after change.
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Finally, reward of employees is a significant issue that maintains high levels of job

satisfaction and organizational performance!
5.7 Summary

The originality of the present research is founded to that it is focused on (a) sudden
unplanned radical changes and (b) the factor ‘time’ which has been proven to be crucial
for the measurement of significant variables such as communication, and job satisfaction
(and the factors affecting them) , before, during and after change. Its main purpose is to

give answers to the five major research questions.

The first research questions examines the extent to which change management theories
apply in practice and whether their application is effective. Findings show that despite
their application is effective, however their usage is limited especially during unplanned
changes. Most probably this happened, since the sudden change did not left time for

planning and effective application.

The second research question examines the barriers to change and the extent they affect
change. It has been proven that culture significantly affects change, followed by future
uncertainty and then, fear of getting out of comfort zone. According to findings fear of
technology does not significantly affects change. Results support literature that culture

is the number one factor against change.

The third research question examines the role of communication during change.
Findings show that communication and participation of employees in the change
process is limited with relevant impact on job satisfaction. Lack of information,
communication and involvement, seems to be a general issue, since other researches as

well, had similar findings.

The fourth research question examines the level of job satisfaction as well as the
variables affecting job satisfaction, during the three stages of change. The level of job
satisfaction moved abruptly downwards during change, but after change it almost came
back to the level it was before change. Research findings indicate that, in cases of radical

unplanned changes such as financial crises, or mergers, the fear of job security and
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organization’s financial stability have been proven to be the areas of concern of
employees, determining job satisfaction. However, in cases of prosperity, salary consists

the first factor followed by career advancement opportunities.

The fifth research question analyses the prerequisites for effective/successful change
management. Effective change management includes an integrated effort from all levels
of management in the organization. However, successful change management includes

other factors as well, which have already been analysed and discussed.

It is obvious that lack of communication and lack of employees’ involvement in the
change process created fear and anxiety, which in their turn, affected negatively job

satisfaction.

In cases of sudden radical changes where theories cannot be followed, since time for
planning is limited, other practices should be followed to achieve effective/successful
change management, while at the same time employees should be rewarded in order to

maintain job satisfaction and organizational performance in high levels.

The above findings give the incentives for literature review.

In final conclusion, “If we do not take change by the hand, it will surely take us by the

throat.” (Winston Churchill).
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APPENDIXES
A.1 QUESTIONNAIRE IN ENGLISH

QUESTIONNAIRE OF BANK EMPLOYEES AND OTHER INDIVIDUALS ABOUT
CHANGE MANAGEMENT AND JOB SATISFACTION

PLEASE ANSWER WHAT IS APPLICABLE IN YOUR CASE

SECTION A

| NAME (OPTIONAL) :

PUT IN A CIRCLE WHAT IS APPLICABLE IN YOUR CASE
1. Hierarchy refers to your job position in the Organization you work, as follows:

1 =employee 2 =leader/assistant manager =~ 3 =manager 4 =top manager

Al. | am a bank employee YES/NO
A2. Job hierarchy 1 2 3 4
A3. My age is between 20-29y | 30-39y | 40-49y | >=50y

2. The following questions refer to changes in your work environment.
PUT IN A CIRCLE A NUMBER FROM 1 TO 5 AS FOLLOWS:
1=Notatall 2 =Little 3 =Moderate 4 =Alot 5 =Very much

A4. An enemy/a barrier to change is

a. Comfort zone

b. Culture (habits)

c. Fear of technology

d. Future uncertainty
Ab5. To what extent, has the banking system been affected
from the financial crisis of the last decade? 1 2 3 4 5
A6. To what extent, has the shrinking of the banking
sector (bank mergers) affected the Cypriot economy? 1 2 3 4 5
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SECTION B

PLEASE ANSWER TO THE FOLLOWING QUESTIONS HAVING IN MIND A RADICAL
UNPLANNED CHANGE IN YOUR WORK ENVIRONMENT, I.E. BANK MERGERS FOR
BANKING SECTOR

1.The following questions refer to radical unplanned changes in your work environment.
PUT IN A CIRCLE ANUMBER FROM 1 TO 5 AS FOLLOWS:

1=Notatall 2=Little 3=Moderate 4=Alot 5=Verymuch

B1. To what extent have you been informed about the reasons

for change? 1 2 3 4 5
B2. To what extent have you been informed about the

consequences of change to the Organization? 1 2 3 4 5
B3. To what extent have you been informed about the

implications of change on your work/job position? 1 2 3 4 5

2. The most common theory of change management is Lewin’s model, in 3 steps: -

Before change - Unfreeze the current situation
- During change - Move to the new situation
- After change - Refreeze to achieve stabilization

PUT IN A CIRCLE ANUMBER FROM 1 TO 5 AS FOLLOWS:
1=Notatall 2=Little 3=Moderate 4=Alot 5 =Very much

B4. Change management theories successfully apply in practice. |1 2 3 4 5
B5. Change management theories apply during planned changes |1 2 3 4 5
B6. Change management theories apply in cases of sudden,

unplanned, radical changes 1 2 3 4 5
B7. The leader/manager informed the team

before the change 1 2 3 4 5
during the change 1 2 3 4 5
after the change 1 2 3 4 5
B8. The leader/manager motivated/empowered employees

before the change 1 2 3 4 5
during the change 1 2 3 4 5
after the change 1 2 3 4 5
B9. I had the opportunity to participate in a training program

about learning new practices concerning change

before the change 1 2 3 4 5
during the change 1 2 3 4 5
after the change 1 2 3 4 5
B10. I had the opportunity to participate in the change process

or in decision making process concerning change

before the change 1 2 3 4 5
during the change 1 2 3 4 5
after the change 1 2 3 4 5
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SECTION C

PLEASE ANSWER TO THE FOLLOWING QUESTIONS HAVING IN MIND A RADICAL UNPLANNED
CHANGE IN YOUR WORK ENVIRONMENT, I.E. BANK MERGERS FOR BANKING SECTOR

1. PUT IN A CIRCLE A NUMBER FROM 1 TO 5 AS FOLLOWS:
1=Notatall 2 =Little 3=Moderate 4=Alot 5=Verymuch

C1. | had seen change as an opportunity 1 2 3 4 5
C2. | had seen change as a threat 1 2 3 4 5
C3. I experienced negative feelings such as fear, panic, anxiety
before the change 1 2 3 4 5
during the change 1 2 3 4 5
after the change 1 2 3 4 5
C4. My job satisfaction was
before the change 1 2 3 4 5
during the change 1 2 3 4 5
after the change 1 2 3 4 5

2. The following are the most common factors affecting job satisfaction. Please answer to
what extent they affected your job satisfaction during the stages of change.

PUT IN A CIRCLE ANUMBER FROM 1 TO 5 AS FOLLOWS: 1=
Notatall 2= Little 3=Moderate 4=Alot 5=Verymuch

FACTORS AFFECTING JOB SATISFACTION

C5. Salary affected my job satisfaction

before the change 1 2 3 45
during the change 1 2 3 45
after the change 1 2 3 45
C6. Job/position security affected my job satisfaction

before the change 1 2 3 45
during the change 1 2 3 45
after the change 1 2 3 45
C7. Organization’s financial stability affected my job satisfaction

before the change 1 2 3 45
during the change 1 2 3 45
after the change 1 2 3 45
C8. Career advancement opportunities affected my job satisfaction

before the change 1 2 3 45
during the change 1 2 3 45
after the change 1 2 3 45
C9. Good relations with leaders/managers affected my job

satisfaction

before the change 1 2 3 45
during the change 1 2 3 45
after the change 1 2 3 45

| WOULD LIKE TO THANK YOU VERY MUCH FOR YOUR TIME AND YOUR
PARTICIPATION TO THIS QUESTIONNAIRE, ASSURING AT THE SAME TIME
CONFIDENTIALITY OF INFORMATION!!!
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A.2 QUESTIONNAIRE IN GREEK

EPQTHMATOAOTI'TO I'TA TPATIEZIKOYY YITAAAHAOYXE KAQOQY KAT

EPITAZOMENOYX XE AAAOYX TOMEIY THY OIKONOMIAY XXETIKA ME

ATAXEIPIXH AAAAT QN KAI EPTAYIAKH IKANOIIOIHXH

I[TAPAKAAQ NA ZYMITAHPQXETE TA AKOAOYG®A IIEAIA ME OTTI EOGAPMOZETAI

XTHN ITEPIIITQXH XAX

MEPOX A

| ONOMA (TTPOAIPETIKO) :

Noa Bdrete e KOKAO OTL IGYVEL GTNV TEPITTMOOT GOC.

1.H Aipaxa epopyiog avaeépetal otn 0éon cog otov Opyavicpod pyoddtTnons 6og, OTov:

1 = amAog vedAnAog 2 = opaddpyng/P.orevbovvg
3 = dtevbuvig 4 = avdtepog o1evbuvng

Al. Eipon tpanelikog vwdAAnog NAI / OXI
A2. Kiipoka epapyiog 1 2 3
A3. H nlia pov elvat peta&y 20-29yp. | 30-39yp. | 40-49yp. | >= 50yp.
2. Ot aKkOAoLOEG EPOTHTELS APOPOVY OALAYEG GTO £PYOCLUKO TTEPIBAALOV.
Noa Bdiete og KOKAO TOV apOuUd amd 1o 1 péypt 1o 5, d6mOVL:
I =KaBokov 2=Aiyo 3=Mépia 4=Ilord 5=TIldpa mor0
Ad4. Epmooro oty arhayn givan
a. H aveon (Boiepa) 1 2 3 4 5
B. H ocuvnbeia (kovitovpa) 1 2 3 4 5
v. O e6Bog ¢ TEYVOLOYiNG 1 2 3 4 5
0. H aPefoaromra yio to pérrov 1 2 3 4 5
AS. Xe oo Babpd, to tpanelikd oot £XEL
EMMPEACTEL AT TNV OIKOVOLUKN Kpion NG TeEAELTAi0G 1 2 3 4 5
10etiag;
A6. g oo PBabuod, n cvppikveon tov Tpamelikod Topén
(ovyywvevon tpameldv) éxetl ennpedoet v Kumplokn 1 2 3 4 5

olKovouia;
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MEPOX B

ITAPAKAAQ NA ATTANTHXZETE XTIX AKOAOYOEX EPQTHXEIX EXONTAX YIIOYH MIA
PIZIKH MH ITPOI'PAMMATIEMENH AAAATH XTO EPI'AXIAKO XAX ITEPIBAAAON, I1.X. H
YYT'XONEYZH TQN TPAIIEZQN XTON TPAIIEZIKO TOMEA

1.Na BdArete oe KO0 TOV 0p1Oud amd 1o 1 péypt 10 5, d6MOVL:
I =KaBokov 2=Aiyo 3=Mépia 4=Ilohd 5=TIldpa mor0

B1. Eiyo evnuepmBel yia toug Adyovg e ariayng. 1 2 3 4 5
B2. Elya evnuepwbel yia tig ouvéneieg g oAAayng otov

Opyovicpo. 1 2 3 4 5
B3. Elya evnuepwbel yia ti¢ emmtdoelg e aAloyng

GTIV EPYUGIO POV, 1 2 3 4 5

2. H emkpotéotepn Bempia yio dwayeipion aAlayov sivar 1) Oempio tov Lewin, amotehovpuevn
and 3 otadw:

Mpw v arrayr] - EekAieidopo ¢ Topodcos KATdoToo,
Kata v arrayn - Metdfaon ot véa KaTdoTOON,
Metd v arhoyn — Kieidopa/otabepomroinon g véag KatdoToong.

Noa Bdiete og KOKAO TOV apOuUd amd 1o 1 péypt 1o 5, d6mOVL:
1 =KoBokov 2=Aiyo 3=Métpia 4=IloAv 5=Ildpa morv

B4. O1 Bewpieg g dwyeipiong aAraydv epapuolovtor pe emroyia

oV Tpan. 1 2 3 4 5
BS5. O1 Bswpiec g droyeipiong aArlay®dv epappolovtal 6Tig

TEPIMTMOGELG TPOYPURPUTIGREVOV CALAYDV. 1 2 3 4 5
B6. O1 Bewpieg drayeipiong oAAay®v QoaprolovIol G TEPITTAOCELG

EQPVIKAOV, Un TPOYPUPUATIGUEVOV, PIEIKOV OALOY DV 1 2 3 4 5
B7. O opaddpyng/dievbouvime evnuépwve Ty opdada

TPV TNV oAAayN 1 2 3 4 5
KOTa TNV 0AAoyn 1 2 3 4 5
NETE TNV aAlOYT 1 2 3 4 5
B8. O opaddpyng/d1evbuving evouvaumve T0 TpocOmTIKO

TPV TNV oAAayN 1 2 3 4 5
KOTa TNV 0AAoyn 1 2 3 4 5
NETE TNV CALOYT 1 2 3 4 5

B9. Eiyo v evkaipio vo COLUETEX® GE TPOYPOLLLO EKTUIOEVOTG
v expdOnon véov pefddmv GYETIKOV pe TNV aAloyn

PV TNV aAAaYN 1 2 3 4 5
KOTd v oAhoyn 1 2 3 4 5
RETA TNV 0AlOYN 1 2 3 4 5
B10. Eiya v gukaipio vo GOUUETEX® GTN d1001KOCTo TNG AAAAYNS

N OTIC ATOPAGELS GYETIKA LE TNV GAANYN

PV TNV aAAaYN 1 2 3 4 5
KOTa TNV oAAoyn 1 2 3 4 5
NETE TNV aALOYT 1 2 3 4 5
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MEPOX T

ITAPAKAAQ NA AITANTHXETE XTIX AKOAOYO®EZ EPQTHXEIX EXONTAZX YIIOYH MIA
PIZIKH MH ITPOT'PAMMATIEMENH AAAATH XTO EPI'AXIAKO XAX ITEPIBAAAON, I1.X. H
SYTXONEYZH TOQN TPAIIEZQN XTON TPAITEZIKO TOMEA

1.Na BdAiete o€ KOKA0 Tov ap1Bud and 1o 1 péypt to 5, dmov:

1 =KoaBolov 2=Alyo 3=Métpia 4 =IIo\v 5 =TIl&po mord

I'l. Eiya de1 v aAloyn cov gukapia. 1 2 3 45
I'2. Eiya. de1 v aAloyn Gov awetin. 1 2 3 45
I'3. Bimoa apvntikd cuvousOnpata, 0nwg ofo, movikd, avnouvyio

TPV TNV oAAay. 1 2 3 45
KOTd TV oAAayn. 1 2 3 45
NETE TNV aALOYT. 1 2 3 45
I'4. H gpyociokn| ikavomoinom pov frav

TPV TNV oAAaYN 1 2 3 45
KOTd TV oAhoyn 1 2 3 45
NETE TNV ALOYT 1 2 3 45

2. No onuedoeTe o€ To10 Pabpd o1 To KATM TOPAYOVTEG EXNPEACAV TNV EPYACLOKT TKOVOTOINGT GOG
KOTA T 6TASIO TNG AAAOYTG.
Na BaAete o€ KOKAO TOV 0p1OUd amd To 1 péypt To 5, dmov:

1 =KaBoov 2=Alyo 3=Métpia 4 =IIo\d 5 =TII&pa TorD

HMopayovteg eTnPeacnov TS EPYUCLEKIG TKAVOTOIN GG
I'S. O medg emnpéace Ty €pYNCLOKT IKOVOTOINGT OV
PV TNV aAAaYN 123 45
KOTa TNV 0AAoyn 123 45
RETE TNV 0AlOYN 12345
I'6. H ao@aier0 £pyaciog emnpéace TV EPYNCLOKT IKOVOTOINGT OV
PV TNV aAAaYN 12345
KOTa TNV 0AAoyn 12345
NETE TNV aALOYT 12345
I'7. H owkovomkn 6t00£pdtnTa TOV Opyaviepov ennpéace tnv
€PYOCLOKT IKOVOTOINGT OV
TPV TNV oAAaYN 12345
KOTd TV oAhoyn 12345
NETE TNV CALOYT 12345
I'8. Ov wpoomTiKéC avEMENG EMNPEAGAV TNV EPYACLOKT| IKAVOTOINGT)
LLov
PV TNV aAAaYN 12345
KOTa TNV oAAoyn 12345
RETE TNV 0AlOYN 12345
I'9. O koAéc oyéoelc pe AlevOuvtéc/Onadapyeg ennpéacoy Ty
EPYOCLOKT IKOVOTOINGT OV
TPV TNV oAAayN 12345
KOTa TNV 0AAoyn 12345
NETE TNV aAlOYT 12345

OA HOEAA NA XAY EYXAPIXTHXZQ I'TA TO XPONO IIOY ADPIEPQXATE I'TA TH
XYMMETOXH XAX XTO EPQTHMATOAOI'TIO, BEBAIQNONTAX XAYX TAYTOXPONA
I'TA THN EMIIETEYTIKOTHTA TQN IIAHPO®OPIQN!!!
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B. TABLE 8

RELATIONSHIP BETWEEN RESEARCH QUESTIONS WITH LITERATURE/ SCHOLAR
SOURCES AND QUESTIONNAIRE

RESEARCH BIBLIOGRAPHY REFERENCES QUEST
QUESTION IONS
1.Which are LEWIN’S THREE STAGE CHANGE MODEL | B4
?r]ne r(?r(:;t Rosenbaum & More & Steane, P. (2018). Eg
por PLANNED ORGANISATIONAL CHANGE
theories of MANAGEMENT. JOURNAL OF
change ORGANIZATIONAL CHANGE
management? MANAGEMENT, 31(2), 286-303. Retrieved
Can they be OCTOBER 07, 2018, from
succ_essf_ully http://www.emeraldinsight.com/0953-4814.htm
g‘r’;’g{fé’el)” LIPPITT’S PHASES OF CHANGE THEORY

Kritsonis, A. (2004-2005). COMPARISON OF
CHANGE THEORIES. INTERNATIONAL
JOURNAL OF SCHOLARLY ACADEMIC
INTELLECTUAL DIVERSITY, 8(1). Retrieved
OCTOBER 07, 2018, from
http://commonweb.unifr.ch/artsdean/pub/gestens
[flas/files/4655/31876 _103146.pdf

. SOCIAL COGNITIVE THEORY

Kritsonis, A. (2004-2005). COMPARISON OF
CHANGE THEORIES. INTERNATIONAL
JOURNAL OF SCHOLARLY ACADEMIC
INTELLECTUAL DIVERSITY, 8(1). Retrieved
OCTOBER 07, 2018, from
http://commonweb.unifr.ch/artsdean/pub/gestens
[flas/files/4655/31876 _103146.pdf

. THEORY OF PLANNED BEHAVIOUR

Kritsonis, A. (2004-2005). COMPARISON OF
CHANGE THEORIES. INTERNATIONAL
JOURNAL OF SCHOLARLY ACADEMIC
INTELLECTUAL DIVERSITY, 8(1). Retrieved
OCTOBER 07, 2018, from
http://commonweb.unifr.ch/artsdean/pub/gestens

[flas/files/4655/31876_103146.pdf

O'Connor & Jimmieson & White. (2018). TOO
BUSY TO CHANGE: HIGH JOB DEMANDS
REDUCE THE BENEFICIAL EFFECTS OF
INFORMATION AND PARTICIPATION ON
EMPLOYEE SUPPORT. JOURNAL OF
BUSINESS AND PSYCHOLOGY, 33(5), 629-
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CHANGE THEORIES. INTERNATIONAL
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[flas/files/4655/31876 103146.pdf

Rosenbaum & More & Steane, P. (2018).
PLANNED ORGANISATIONAL CHANGE
MANAGEMENT. JOURNAL OF
ORGANIZATIONAL CHANGE
MANAGEMENT, 31(2), 286-303. Retrieved
OCTOBER 07, 2018, from
http://www.emeraldinsight.com/0953-4814.htm
Kingston & Caballero. (2009). COMPARING
THEORIES OF INSTITUTIONAL CHANGE.
JOURNAL OF INSTITUTIONAL ECONOMICS,
5(2), 151-180. doi:10.1017/S1744137409001283
Stouten & Rousseau & De Cremer. (2018).
SUCCESSFUL ORGANIZATIONAL
CHANGE: INTEGRATING THE
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SCHOLARLY LITERATURES. ACADEMY OF
MANAGEMENT ANNALS, 12(2), 752-788.
doi:https://doi.org/10.5465/annals.2016.0095

. OTHER CHANGE MANAGEMENT

APPROACHES

Fullan, M. (2008). THE SIX SECRETS OF
CHANGE. TORONTO: JOSSEY-BASS
PUBLISHING. Retrieved OCTOBER 09, 2018,
from
https://books.google.com.cy/books?hl=el&Ir=&i
d=nzW1KZo--
vIC&oi=fnd&pg=PP2&da=fullan+theory+of+ch
ange&ots=JHu-

UfeoMF&sig=2f7 pf3AmvST4VLhvDUaRFPj
BNo&redir_esc=y#v=onepage&g=Ffullan%20the
ory%200f%20change&f=false

Vine, N. (2016). HOW CAN WE MAKE THIS
HAPPEN? SUCCESSFUL CHANGE
THROUGH INCENTIVES AND TRUST.
Retrieved OCTOBER 07, 2018, from
http://web.b.ebscohost.com/ehost/ebookviewer/e
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MY JOB SATISFACTION DURING THE CHANGE WAS 16 27.8
MY JOB SATISFACTION AFTER THE CHANGE WAS 16 53
SALARY AS DETERMINANT OF JOB SATISFACTION BEFORE THE CHANGE 43 43
SALARY AS DETERMINANT OF JOB SATISFACTION DURING THE CHANGE 37 7.5
SALARY AS DETERMINANT OF JOB SATISFACTION AFTER THE CHANGE 27 3.7
JOB/JOB POSITION SECURITYSALARY AS DETERMINANT OF JOB SATISFACTION BEFORE

THE CHANGE 16 5.9
JOB/JOB POSITION AS DETERMINANT OF JOB SATISFACTION DURING THE CHANGE 16 3.7
JOB/JOB POSITION AS DETERMINANT OF JOB SATISFACTION AFTER THE CHANGE 16 2.7
ORGANIZATION'S FINANCIAL STABILITY AS DETERMINANT OF JOB SATISFACTION

BEFORE THE CHANGE 16 3.2
ORGANIZATION'S FINANCIAL STABILITY AS DETERMINANT OF JOB SATISFACTION

DURING THE CHANGE 16 3.2
ORGANIZATION'S FINANCIAL STABILITY AS DETERMINANT OF JOB SATISFACTION AFTER

THE CHANGE 16 1.6
CAREER ADVANCEMENT OPPORTUNITIES AS DETERMINANT OF JOB SATISFACTION

BEFORE THE CHANGE 1.1 48
CAREER ADVANCEMENT OPPORTUNITIES AS DETERMINANT OF JOB SATISFACTION

DURING THE CHANGE 2.1 18.7
CAREER ADVANCEMENT OPPORTUNITIES AS DETERMINANT OF JOB SATISFACTION

AFTER THE CHANGE 2.7 17.6
GOOD RELATIONS WITH LEADERS/MANAGERS AS DETERMINANT OF JOB SATISFACTION

BEFORE THE CHANGE 11 13.9
GOOD RELATIONS WITH LEADERS/MANAGERS AS DETERMINANT OF JOB SATISFACTION

DURING THE CHANGE 11 10.2
GOOD RELATIONS WITH LEADERS/MANAGERS AS DETERMINANT OF JOB SATISFACTION

AFTER THE CHANGE 11 6.4

10.2
31.6
27.8
2.1
22.5
23

16

15.5
49.7

44.9

43.9
35.8
42.8

27.3
45.5
45.5
43.3

31.6

39

43.9

12.3

11.8

321

11.2

9.1

10.7
27.8
13.9

34.8

54.5
12.8
55.6
37.4
24.1
35.8
26.7

353
16.6
5.9

31

11.8

10.2

17.6

56.7

56.1

40.1

35.3

28.9

9.6
33.7
21.9
32.6

374

42.8

49.2
23.5

13.9

6.4
49.2
29.9

10.2
19.3
24.6

5.3

11.8

14.4

2.1

3.7

12.3

2.7

123

12.8
20.9
24.1

24.6

353

27.3
54
13.4
46
36.9
38
42.2

35.8
433
31

37.4

39.6

27.8

42.2

17.6

15.5

36.4

42.8

42.2

5

25.7
64.7
10.2
25.1

55.6

32.6
43

1.6

5.9
37

11

11

0.5

11

16

0.5

0.5

11

0.5

16
10.2
36.4

20.3

52.4

5.9
28.9
1.6
9.6
30.5
15
24.6

21.4
34.8
58.8

26.7

43.9

58.8

34.2

4.8

8.6

10.7

21.4

Mean

1.5080
1.7433
2.8984
3.3743
4.6096
2.3583
3.6578

4.5401

4.1176
3.0642

26738

2.4011
3.5027
3.0856

2.0160
2.5936
2.7701
2.9037

2.2620

2.5455

2.6845

15561

1.6096

2.2727

1.4599

1.6578

1.7807
2.8770
3.6364

3.4225

4.3529

3.2620
4.0535
2.8556
3.5668
3.8503
3.5294
3.8235

3.6952
4.0588
4.4278

3.8449

4.2086

4.4064

4.0374

3.0428

3.0856

3.3743

3.5187

3.7647

Std.

Deviation

0.50128
0.98832
0.97570
1.30301
0.58889
1.29306
1.15026

0.53102

0.75992
0.85267

0.89533

0.83897
0.78545
0.91766

0.72938
0.83959
0.83959
0.86840

0.83008

0.88099

0.88714

0.83008

0.87530

1.01888

0.87513

1.10253

1.16400
1.17814
1.33455

1.08168

0.82536

0.76257
0.83430
0.72253
0.80293
1.04163
0.96327
0.93664

0.92639
0.89908
0.84807

0.91141

0.88860

0.85858

0.90023

0.80207

0.86953

0.86695

0.85724

0.89697
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C2. T-TEST ACCORDING TO AGE

Descriptives

<0.05 significant differences

Std.
Deviatio
N Mean n F Sig.

A BARRIER TO 1.00 17 2.0588 0.96635 A BARRIER TO 16.399 0.000
CHANGE IS CHANGE IS
COMFORT ZONE 200 48 29792 134464 COMFORT ZONE

3.00 59 3.3390 1.28130

4.00 63 4.0635 0.93106

Total 187 3.3743  1.30301
A BARRIER TO 1.00 17 4.1765 0.52859
CHANGE IS
CULTURE 2.00 48 45833 0.53924

3.00 59 4.6271 0.66691

4.00 63 4.7302 051451

Total 187 4.6096 0.58889 -
A BARRIER TO 1.00 17 1.1765 0.39295 A BARRIER TO 17.533 0.000
CHANGE IS FEAR OF CHANGE IS FEAR OF
TECHNOLOGY 200 48 18125 1.06504 TECHNOLOGY

3.00 59 2.3808 1.12980

4.00 63 3.0635 1.34252

Total 187 2.3583  1.29306
A BARRIER TO 1.00 17 3.2353 0.83137 ABARRIER TO 0.997 0.395
CHANGE IS FUTURE CHANGE IS FUTURE
UNCERTAINTY 200 48 36042 131666 UNCERTAINTY

3.00 59 3.7458  1.04375

4.00 63 3.7302 1.18057

Total 187 3.6578  1.15026
TO WHAT EXTENT, 1.00 17 41176 0.33211 TO WHAT 5.542 0.001
HAS THE BANKING EXTENTban, HAS
SYSTEM BEEN 200 48 44583 054415 THE BANKING

AFFECTED FROM

SYSTEM BEEN
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THE FINANCIAL 3.00 59 46271 0.52188 AFFECTED FROM
CRISIS OF THE LAST THE FINANCIAL
DECADE? 2.00 63 46349 051749 CRISIS OF THE LAST
DECADE?

Total 187 4.5401 0.53102
TO WHAT EXTENT, 1.00 17 3.6471 0.70189 TO WHAT EXTENT, 5.157 0.002
HAS THE SHRINKING HAS THE SHRINKING
OF THE BANKING 2.00 48 39583 074258 OF THE BANKING
SECTOR (BANK SECTOR (BANK
MERGERS) MERGERS)
AFFECTED THE 3.00 59 43559  0.71348  AFFECTED THE
CYPRIOT CYPRIOT
ECONOMY? 4.00 63 4.1429 0.75897 ECONOMY?

Total 187 4.1176  0.75992
TO WHAT EXTENT 1.00 17 22941 0.77174
HAVE YOU BEEN
INFORMED ABOUT =3 00 48 32083 0.68287
THE REASONS FOR
CHANGE?

3.00 59 3.1695 0.87400

4.00 63 3.0635 0.87755

Total 187 3.0642 0.85267
TO WHAT EXTENT 1.00 17 21176 0.85749 TO WHAT EXTENT 2.522 0.059
HAVE YOU BEEN HAVE YOU BEEN
INFORMED ABOUT 2.00 48 27292 0.73628 NFORMED ABOUT
THE THE
CONSEQUENCES OF CONSEQUENCES OF
CHANGE TO THE 3.00 59 26949 0.89547 CHANGE TO THE
ORGANIZATION? ORGANIZATION?

4.00 63 2.7619 0.97904

Total 187 2.6738  0.89533
TO WHAT EXTENT 1.00 17 1.9412 0.89935 TO WHAT EXTENT 2.049 0.109
HAVE YOU BEEN HAVE YOU BEEN
INFORMED ABOUT 200 48 25000 074377 NFORMED ABOUT
THE IMPLICATIONS THE IMPLICATIONS
OF CHANGE ON OF CHANGE ON
YOUR WORK/JOB 3.00 59 24576 0.81626 yOUR WORK/JOB
POSITION? POSITION?

4.00 63 2.3968 0.88972

Total 187 2.4011 0.83897
CHANGE 1.00 17 3.7059 0.58787 CHANGE 1.983 0.118
MANAGEMENT MANAGEMENT
THEORIES THEORIES
SUCCESSFULLY 2.00 48 3.6458  0.75764 o) cCESSFULLY
APPLY IN PRACTICE. APPLY IN PRACTICE.

3.00 59 3.3220 0.91803

4.00 63 3.5079 0.69266

Total 187 3.5027 0.78545
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CHANGE
MANAGEMENT
THEORIES APPLY IN
CASES OF PLANNED
CHANGES

CHANGE
MANAGEMENT
THEORIES APPLY IN
CASES OF SUDDEN,
UNPLANNED,
RADICAL CHANGES

THE
LEADER/MANAGER
USED TO INFORM
THE TEAM BEFORE
THE CHANGE

THE
LEADER/MANAGER
USED TO INFORM
THE TEAM DURING
THE CHANGE

THE
LEADER/MANAGER
USED TO INFORM
THE TEAM AFTER
THE CHANGE

THE
LEADER/MANAGER
USED TO
MOTIVATE/EMPOWE
R THE EMPLOYEES
BEFORE THE
CHANGE

1.00

2.00

3.00

4.00

Total

1.00

2.00

3.00

4.00

Total

1.00

2.00

3.00

4.00

Total

1.00

2.00

3.00

4.00

Total

1.00

2.00

3.00

4.00

Total

1.00

2.00

3.00

17

48

59

63

187

17

48

59

63

187

17

48

59

63

187

17

48

59

63

187

17

48

59

63

187

17

48

59

2.9412

3.1042

3.0508

3.1429

3.0856

2.0000

2.0625

2.1356

1.8730

2.0160

2.5294

2.6667

2.5424

2.6032

2.5936

2.7059

2.8542

2.6949

2.7937

2.7701

2.8235

2.9792

2.7966

2.9683

2.9037

2.2353

2.3750

2.1356

0.82694

0.95069

0.81840

1.01373

0.91766

0.61237

0.69669

0.73008

0.77235

0.72938

0.79982

0.75324

0.93444

0.83356

0.83959

0.91956

0.79866

0.81482

0.88279

0.83959

0.95101

0.81187

0.86662

0.89746

0.86840

0.90342

0.67240

0.89938

CHANGE
MANAGEMENT
THEORIES APPLY IN
CASES OF PLANNED
CHANGES

CHANGE
MANAGEMENT
THEORIES APPLY IN
CASES OF SUDDEN,
UNPLANNED,
RADICAL CHANGES

THE
LEADER/MANAGER
USED TO INFORM
THE TEAM BEFORE
THE CHANGE

THE
LEADER/MANAGER
USED TO INFORM
THE TEAM DURING
THE CHANGE

THE
LEADER/MANAGER
USED TO INFORM
THE TEAM AFTER
THE CHANGE

THE
LEADER/MANAGER
USED TO
MOTIVATE/EMPOWE
R THE EMPLOYEES
BEFORE THE
CHANGE

0.254

1.413

0.227

0.364

0.580

0.804

0.859

0.241

0.877

0.779

0.629

0.493
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THE
LEADER/MANAGER
USED TO
MOTIVATE/EMPOWE
R THE EMPLOYEES
DURING THE
CHANGE

THE
LEADER/MANAGER
USED TO
MOTIVATE/EMPOWE
R THE EMPLOYEES
AFTER THE CHANGE

| HAD THE
OPPORTUNITY TO
PARTICIPATE IN A
TRAINING PROGRAM
ABOUT LEARNING
NEW PRACTICES
CONCERNING
CHANGE BEFORE
THE CHANGE

| HAD THE
OPPORTUNITY TO
PARTICIPATE IN A
TRAINING PROGRAM
ABOUT LEARNING
NEW PRACTICES
CONCERNING
CHANGE DURING
THE CHANGE

| HAD THE
OPPORTUNITY TO
PARTICIPATE IN A
TRAINING PROGRAM
ABOUT LEARNING
NEW PRACTICES
CONCERNING
CHANGE AFTER THE
CHANGE

| HAD THE
OPPORTUNITY TO

4.00

Total

1.00

2.00

3.00

4.00

Total

1.00

2.00

3.00

4.00

Total

1.00

2.00

3.00

4.00

Total

1.00

2.00

3.00

4.00

Total

1.00

2.00

3.00

4.00

Total

1.00

63

187

17

48

59

63

187

17

48

59

63

187

17

48

59

63

187

17

48

59

63

187

17

48

59

63

187

17

2.3016

2.2620

2.5294

2.6667

2.3729

2.6190

2.5455

2.7059

2.8542

2.5593

2.6667

2.6845

1.6471

1.6875

1.4237

1.5556

1.5561

1.6471

1.5833

1.6780

1.5556

1.6096

2.5882

2.2083

2.2203

2.2857

2.2727

1.1176

0.85449

0.83008

0.79982

0.75324

0.90779

0.95763

0.88099

0.68599

0.82487

0.89580

0.96720

0.88714

0.99632

0.92613

0.67475

0.83816

0.83008

0.93148

0.84635

0.79742

0.96349

0.87530

1.00367

0.96664

1.01824

1.06904

1.01888

0.33211

THE
LEADER/MANAGER
USED TO
MOTIVATE/EMPOWE
R THE EMPLOYEES
DURING THE
CHANGE

THE
LEADER/MANAGER
USED TO
MOTIVATE/EMPOWE
R THE EMPLOYEES
AFTER THE CHANGE

I HAD THE
OPPORTUNITY TO
PARTICIPATE IN A
TRAINING PROGRAM
ABOUT LEARNING
NEW PRACTICES
CONCERNING
CHANGE BEFORE
THE CHANGE

I HAD THE
OPPORTUNITY TO
PARTICIPATE IN A
TRAINING PROGRAM
ABOUT LEARNING
NEW PRACTICES
CONCERNING
CHANGE DURING
THE CHANGE

I HAD THE
OPPORTUNITY TO
PARTICIPATE IN A
TRAINING PROGRAM
ABOUT LEARNING
NEW PRACTICES
CONCERNING
CHANGE AFTER THE
CHANGE

I HAD THE
OPPORTUNITY TO

1.210

0.988

0.969

0.222

0.659

2.504

0.307

0.399

0.409

0.881

0.578

0.061
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PARTICIPATE IN THE  2.00 48 1.2708 0.57388 PARTICIPATE IN THE
CHANGE PROCESS CHANGE PROCESS
OR IN DECISION OR IN DECISION
MAKING PROCESS 3.00 59 16102 103419 O KING PROCESS
CONCERNING CONCERNING
CHANGE BEFORE 4.00 63 1.5556 0.96349 CHANGE BEFORE
THE CHANGE THE CHANGE

Total 187 1.4599 0.87513
| HAD THE 1.00 17 1.4118 0.87026 |HAD THE 1.817 0.146
OPPORTUNITY TO OPPORTUNITY TO
PARTICIPATE INTHE 5 (0 48 14167 084635 PARTICIPATE IN THE
CHANGE PROCESS CHANGE PROCESS
OR IN DECISION OR IN DECISION
MAKING PROCESS 3.00 59 1.8644 1.25200 |AKING PROCESS
CONCERNING CONCERNING
CHANGE DURING 4.00 63 1.7143 1.15603 CHANGE DURING
THE CHANGE THE CHANGE

Total 187 1.6578 1.10253
| HAD THE 1.00 17 12941 0.77174
OPPORTUNITY TO
PARTICIPATE IN THE

2. 48 15417 0.94437
CHANGE PROCESS 00 8|15 0.9443
OR IN DECISION
MAKING PROCESS 3.00 59 2.0169 1.22463
CONCERNING
CHANGE AFTER THE  4.00 63 1.8730 1.28881
CHANGE

Total 187 1.7807  1.16400
| HAD SEEN THE 1.00 17 3.9412 0.55572
CHANGE AS AN
OPPORTUNITY 2.00 48 27292  1.08647

3.00 59 209153 1.14903

4.00 63 2.6667 1.25724

Total 187 2.8770 1.17814
| HAD SEEN THE 1.00 17 2.0588 0.96635
CHANGE AS A
THREAT 2.00 48 3.8333 1.24342

3.00 59 3.6949 1.26292

4.00 63 3.8571 1.29337

Total 187 3.6364  1.33455
| EXPERIENCED 1.00 17 3.2941 0.84887
NEGATIVE FEELINGS
SUCH AS FEAR,
AT 2.00 48 3.0625 0.95441
BEFORE THE
CHANGE 3.00 59 3.2712  1.09593

4.00 63 3.8730 1.08497
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| EXPERIENCED
NEGATIVE FEELINGS
SUCH AS FEAR,
PANIC, ANXIETY
DURING THE
CHANGE

| EXPERIENCED
NEATIVE FEELINGS
SUCH AS FEAR,
PANIC, ANXIETY
AFTER THE CHANGE

MY JOB
SATISFACTION
BEFORE THE
CHANGE WAS

MY JOB
SATISFACTION
DURING THE
CHANGE WAS

MY JOB
SATISFACTION
AFTER THE CHANGE
WAS

SALARY AS
DETERMINANT OF
JOB SATISFACTION
BEFORE THE
CHANGE

SALARY AS
DETERMINANT OF
JOB SATISFACTION
DURING THE
CHANGE

SALARY AS
DETERMINANT OF
JOB SATISFACTION
AFTER THE CHANGE

Total

1.00

2.00

3.00

4.00

Total
1.00
2.00
3.00
4.00
Total
1.00
2.00
3.00
4.00
Total
1.00
2.00
3.00
4.00
Total
1.00
2.00
3.00
4.00
Total
1.00
2.00
3.00
4.00
Total
1.00
2.00
3.00
4.00
Total
1.00
2.00
3.00
4.00
Total

187

17

48

59

63

187
17
48
59
63

187
17
48
59
63

187
17
48
59
63

187
17
48
59
63

187
17
48
59
63

187
17
48
59
63

187
17
48
59
63

187

3.4225

3.9412

4.2917

4.3559

4.5079

4.3529
3.0000
3.1667
3.2542
3.4127
3.2620
4.2941
4.1042
4.0169
3.9841
4.0535
2.9412
2.9167
2.7966
2.8413
2.8556
3.6471
3.5833
3.5593
3.5397
3.5668
44118
3.8750
3.5085
4.0000
3.8503
4.0000
3.5833
3.2881
3.5873
3.5294
4.3529
3.9583
3.5932
3.7937
3.8235

1.08168

0.74755

0.87418

0.90521

0.69266

0.82536
0.86603
0.63021
0.77889
0.79585
0.76257
0.58787
0.75059
0.93756
0.85179
0.83430
0.65865
0.79448
0.63733
0.76636
0.72253
0.86177
0.70961
0.85644
0.81963
0.80293
0.61835
0.98121
1.19443
0.93326
1.04163
0.93541
1.00707
1.14547
0.66320
0.96327
0.60634
0.98841
1.01910
0.82616
0.93664

| EXPERIENCED
NEGATIVE FEELINGS
SUCH AS FEAR,
PANIC, ANXIETY
DURING THE
CHANGE

2.286 0.080

| EXPERIENCED
NEATIVE FEELINGS
SUCH AS FEAR,
PANIC, ANXIETY
AFTER THE CHANGE

1.763 0.156

MY JOB
SATISFACTION
BEFORE THE
CHANGE WAS

0.710 0.547

MY JOB
SATISFACTION
DURING THE
CHANGE WAS

0.330 0.804

MY JOB
SATISFACTION
AFTER THE CHANGE
WAS

0.088 0.967

SALARY AS
DETERMINANT OF
JOB SATISFACTION
BEFORE THE
CHANGE

4.441 0.005

SALARY AS
DETERMINANT OF
JOB SATISFACTION
DURING THE
CHANGE

2.791 0.042

SALARY AS
DETERMINANT OF
JOB SATISFACTION
AFTER THE CHANGE

3.487 0.017
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JOB/JOB POSITION 1.0 17 37647 0.90342
SECURITYSALARY
R S Ay 2.00 48 35833 076724
OF JOB 3.00 59 34915 1.07275
SATISFACTION
SATSEACTIC 4.00 63 3.9524  0.85059
CHANGE Total 187 3.6952 0.92639
JOB/JOB POSITION 1.0 17 37059 0.91956
AS DETERMINANT
SATISFACTION 3.00 59 37797 1.11522
DURING THE
R 4.00 63 44444  0.69044
Total 187 4.0588  0.89908
JOB/JOB POSITION 1.0 17 4.0000 1.00000 JOB/JOB POSITION 5779  0.001
AS DETERMINANT AS DETERMINANT
i 2.00 48 45208 065199 o OFT
SATISFACTION 3.00 59 41864 1.10601 SATISFACTION
AFTER THE CHANGE —, oo 63 46934 04osz; AFTER THE CHANGE
Total 187 4.4278  0.84807
ORGANIZATION'S 1.00 17 32941 058787
FINANCIAL
ENEA e 2.00 48 3.8958  0.75059
DETERMINANT OF  3.00 59 37797 1.09965
JOB SATISFACTION
D08 SALISTA 4.00 63 40159 0.85179
CHANGE Total 187 3.8449 091141
ORGANIZATION'S 1.00 17 35294 0.71743
FINANCIAL
A e 2.00 48 42500 0.72932
DETERMINANT OF  3.00 59 4.0847 1.13393
JOB SATISFACTION
08 SATISEs 4.00 63 44762 0.64401
CHANGE Total 187 42086 0.88860
ORGANIZATION'S 1.00 17 37059 0.91956
FINANCIAL
A e 2.00 48 45000 0.65233
DETERMINANT OF  3.00 50 43051 1.10257
JOB SATISFACTION
OB A TISPACTION. 4.0 63 46190 0.58000
Total 187 4.4064 0.85858
CAREER 1.00 17 43529  0.70189
ADVANCEMENT
P reNe e g 200 48 43333 0.78098
DETERMINANT OF  3.00 59 37797 0.96611
JOB SATISFACTION
D08 SATISEA 4.00 63 3.9683 0.89746
CHANGE Total 187 4.0374  0.90023
CAREER 1.00 17 3.4118  1.00367
ADVANCEMENT
P reN e g 200 48 32708 0.73628
DETERMINANT OF  3.00 50 2.8644 0.81912
JOB SATISFACTION
08 SeEs 4.00 63 29365 0.71556
CHANGE Total 187 3.0428  0.80207
CAREER 1.00 17 37059  1.04670
ADVANCEMENT
B reN e g 200 48 3.1458  0.79866
DETERMINANT OF  3.00 59 209492 0.75255
JOE SRR =G 63 3.0000 0.91581
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AFTER THE CHANGE Total 187 3.0856 0.86953

GOOD RELATIONS ~ 1.00 17 34706 0.71743 GOOD RELATIONS 1222 0.303
WITH WITH

LEADERSIMANAGER 200 48 32500 083793 | pADERS/MANAGER

S AS DETERMINANT  3.00 59 32881 0.89155 S AS DETERMINANT

OF JOB OF JOB

SATISFACTION 4.00 63 35238 08946 suamisracTioN

BEFORE THE Total 187 3.3743 0.86695 BEFORE THE

CHANGE CHANGE

GOOD RELATIONS  1.00 17 37059 0.98518
WITH

e rS/MANAGER 200 48 35833 0.70961

S AS DETERMINANT  3.00 59 32881 0.87199

OF JOB

S rion 4.00 63 3.6349 0.88539

DURING THE Total 187 35187 085724

CHANGE

GOOD RELATIONS  1.00 17 4.0000 1.06066 GOOD RELATIONS 1130  0.338
WITH WITH

LEADERS/MANAGER 200 48 3.7708 075059 | ) DERS/MANAGER

S AS DETERMINANT  3.00 59 3.6102 0.91004 S AS DETERMINANT

OF JOB OF JOB

SATISFACTION o 63 3.8413 093682 g, qiSEACTION

AFTER THE CHANGE  Total 187 3.7647 0.89697 AFTER THE CHANGE

C3. T-TEST ACCORDING TO PROFESSION

Group Statistics _
Std. Sig. (2-

| AM A BANK EMPLOYEE N Mean Deviation F t tailed)
JOB HIERARCHY 1.00 92 1.8478 1.07861 4.797 1.427 0.155
2.00 95 1.6421  0.88625 1.423 0.157
MY AGE IS BETWEEN  1.00 92 3.1196  0.93577 0.363 3.121 0.002
2.00 95 2.6842  0.97045 3.123 0.002
A BARRIER TO 1.00 92 3.5652  1.17954 2.099 1.987 0.048
CHANGE IS
COMFORT ZONE
2.00 95 3.1895 1.39371 1.992 0.048

A BARRIER TO 1.00 92 25435  1.35398 3.038 1.942 0.054
CHANGE IS FEAR OF
TECHNOLOGY

2.00 95 2.1789  1.21146 1.938 0.054
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A BARRIER TO
CHANGE IS FUTURE
UNCERTAINTY

TO WHAT EXTENT,
HAS THE BANKING
SYSTEM BEEN
AFFECTED FROM
THE FINANCIAL
CRISIS OF THE LAST
DECADE?

TO WHAT EXTENT,
HAS THE SHRINKING
OF THE BANKING
SECTOR (BANK
MERGERS)
AFFECTED THE
CYPRIOT ECONOMY?
TO WHAT EXTENT
HAVE YOU BEEN
INFORMED ABOUT
THE REASONS FOR
CHANGE?

TO WHAT EXTENT
HAVE YOU BEEN
INFORMED ABOUT
THE
CONSEQUENCES OF
CHANGE TO THE
ORGANIZATION?

TO WHAT EXTENT
HAVE YOU BEEN
INFORMED ABOUT
THE IMPLICATIONS
OF CHANGE ON
YOUR WORK/JOB
POSITION?

CHANGE
MANAGEMENT
THEORIES
SUCCESSFULLY
APPLY IN PRACTICE.

CHANGE
MANAGEMENT
THEORIES APPLY IN
CASES OF PLANNED
CHANGES

CHANGE
MANAGEMENT
THEORIES APPLY IN
CASES OF SUDDEN,
UNPLANNED,
RADICAL CHANGES

THE
LEADER/MANAGER
USED TO INFORM

1.00

2.00

1.00

2.00

1.00

2.00

1.00

2.00

1.00

2.00

1.00

2.00

1.00

2.00

1.00

2.00

1.00

2.00

1.00

92

95

92

95

92

95

92

95

92

95

92

95

92

95

92

95

92

95

92

3.5326

3.7789

4.5652

4.5158

4.0435

4.1895

3.1848

2.9474

2.7935

2.5579

2.4239

2.3789

3.4565

3.5474

3.1087

3.0632

2.0326

2.0000

2.6413

1.24434

1.04351

0.52002

0.54310

0.78325

0.73361

0.75490

0.92677

0.92032

0.85944

0.81515

0.86515

0.73250

0.83499

0.85750

0.97643

0.79076

0.66844

0.79257

4.513

0.869

0.067

1.032

0.000

0.421

0.997

1.101

7.051

0.904

-1.469

-1.465

0.635

0.636

-1.316

-1.315

1.917

1.923

1.810

1.808

0.366

0.366

-0.790

-0.792

0.338

0.339

0.305

0.304

0.764

0.144

0.145

0.526

0.526

0.190

0.190

0.057

0.056

0.072

0.072

0.715

0.715

0.431

0.430

0.735

0.735

0.761

0.761

0.446
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THE TEAM BEFORE
THE CHANGE

THE
LEADER/MANAGER
USED TO INFORM
THE TEAM DURING
THE CHANGE

THE
LEADER/MANAGER
USED TO INFORM
THE TEAM AFTER
THE CHANGE

THE
LEADER/MANAGER
USED TO
MOTIVATE/EMPOWER
THE EMPLOYEES
BEFORE THE
CHANGE

THE
LEADER/MANAGER
USED TO
MOTIVATE/EMPOWER
THE EMPLOYEES
DURING THE
CHANGE

THE
LEADER/MANAGER
USED TO
MOTIVATE/EMPOWER
THE EMPLOYEES
AFTER THE CHANGE

| HAD THE
OPPORTUNITY TO
PARTICIPATE IN A
TRAINING PROGRAM
ABOUT LEARNING
NEW PRACTICES
CONCERNING
CHANGE BEFORE
THE CHANGE

| HAD THE
OPPORTUNITY TO
PARTICIPATE IN A
TRAINING PROGRAM
ABOUT LEARNING
NEW PRACTICES
CONCERNING
CHANGE DURING
THE CHANGE

| HAD THE
OPPORTUNITY TO
PARTICIPATE IN A
TRAINING PROGRAM
ABOUT LEARNING
NEW PRACTICES
CONCERNING
CHANGE AFTER THE
CHANGE

2.00

1.00

2.00

1.00

2.00

1.00

2.00

1.00

2.00

1.00

2.00

1.00

2.00

1.00

2.00

1.00

2.00

95

92

95

92

95

92

95

92

95

92

95

92

95

92

95

92

95

2.5474

2.8261

2.7158

3.0543

2.7579

2.3152

2.2105

2.6087

2.4842

2.7826

2.5895

1.5870

1.5263

1.6739

1.5474

2.2391

2.3053

0.88448

0.80668

0.87109

0.83025

0.88385

0.82448

0.83659

0.83806

0.92095

0.86222

0.90501

0.77250

0.88537

0.91518

0.83499

1.07284

0.96837

1.063

0.896

0.040

1.395

2.036

0.245

0.998

2.162

0.765

0.898

0.899

2.362

2.365

0.862

0.862

0.966

0.967

1.493

1.494

0.498

0.500

0.988

0.987

-0.443

-0.442

0.445

0.371

0.370

0.019

0.019

0.390

0.390

0.335

0.335

0.137

0.137

0.619

0.618

0.324

0.325

0.658

0.659
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| HAD THE
OPPORTUNITY TO
PARTICIPATE IN THE
CHANGE PROCESS
OR IN DECISION
MAKING PROCESS
CONCERNING
CHANGE BEFORE
THE CHANGE

| HAD THE
OPPORTUNITY TO
PARTICIPATE IN THE
CHANGE PROCESS
OR IN DECISION
MAKING PROCESS
CONCERNING
CHANGE DURING
THE CHANGE

| HAD THE
OPPORTUNITY TO
PARTICIPATE IN THE
CHANGE PROCESS
OR IN DECISION
MAKING PROCESS
CONCERNING
CHANGE AFTER THE
CHANGE

| HAD SEEN THE
CHANGE AS AN
OPPORTUNITY

| HAD SEEN THE
CHANGE AS A
THREAT

| EXPERIENCED
NEGATIVE FEELINGS
SUCH AS FEAR,
PANIC, ANXIETY
BEFORE THE
CHANGE

| EXPERIENCED
NEGATIVE FEELINGS
SUCH AS FEAR,
PANIC, ANXIETY
DURING THE
CHANGE

| EXPERIENCED
NEATIVE FEELINGS
SUCH AS FEAR,
PANIC, ANXIETY
AFTER THE CHANGE

MY JOB
SATISFACTION
BEFORE THE

1.00

2.00

1.00

2.00

1.00

2.00

1.00

2.00

1.00

2.00

1.00

2.00

1.00

2.00

1.00

2.00

1.00

92

95

92

95

92

95

92

95

92

95

92

95

92

95

92

95

92

1.5109

1.4105

1.7065

1.6105

1.8261

1.7368

2.7935

2.9579

3.7935

3.4842

3.5000

3.3474

4.4891

4.2211

3.3043

3.2211

4.0870

0.91980

0.83149

1.17237

1.03446

1.23688

1.09360

1.19097

1.16615

1.33044

1.32780

1.16260

0.99753

0.71858

0.90129

0.76660

0.76044

0.76535

1.901

2.293

2.618

0.026

0.698

4.932

1.841

0.521

0.440

0.783

0.782

0.594

0.593

0.523

0.522

-0.954

-0.954

1.591

1.591

0.964

0.962

2.244

2.253

0.746

0.746

0.539

0.435

0.435

0.553

0.554

0.602

0.602

0.341

0.342

0.113

0.113

0.336

0.337

0.026

0.026

0.457

0.457

0.591
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CHANGE WAS

MY JOB
SATISFACTION
DURING THE
CHANGE WAS

MY JOB
SATISFACTION
AFTER THE CHANGE
WAS

SALARY AS
DETERMINANT OF
JOB SATISFACTION
BEFORE THE
CHANGE

SALARY AS
DETERMINANT OF
JOB SATISFACTION
DURING THE
CHANGE

SALARY AS
DETERMINANT OF
JOB SATISFACTION
AFTER THE CHANGE

JOB/JOB POSITION
SECURITYSALARY AS
DETERMINANT OF
JOB SATISFACTION
BEFORE THE
CHANGE

JOB/JOB POSITION
AS DETERMINANT OF
JOB SATISFACTION
DURING THE
CHANGE

JOB/JOB POSITION
AS DETERMINANT OF
JOB SATISFACTION
AFTER THE CHANGE

ORGANIZATION'S
FINANCIAL STABILITY
AS DETERMINANT OF
JOB SATISFACTION
BEFORE THE
CHANGE

2.00

1.00

2.00

1.00

2.00

1.00

2.00

1.00

2.00

1.00

2.00

1.00

2.00

1.00

2.00

1.00

2.00

1.00

2.00

95

92

95

92

95

92

95

92

95

92

95

92

95

92

95

92

95

92

95

4.0211

2.7826

2.9263

3.6413

3.4947

3.8696

3.8316

3.5000

3.5579

3.8152

3.8316

3.8152

3.5789

4.2391

3.8842

4.5435

4.3158

4.0326

3.6632

0.89892

0.73867

0.70322

0.77858

0.82351

0.98580

1.09790

0.88330

1.03878

0.83770

1.02783

0.79738

1.02707

0.71667

1.01963

0.63615

1.00280

0.83140

0.95216

1.127

0.013

0.478

2.036

1.632

8.775

7.091

11.846

4.179

0.540

-1.363

-1.362

1.250

1.251

0.249

0.249

-0.410

-0.411

-0.119

-0.119

1.753

1.760

2.746

2.761

1.847

1.860

2.823

2.829

0.590

0.175

0.175

0.213

0.213

0.804

0.804

0.682

0.682

0.905

0.905

0.081

0.080

0.007

0.006

0.066

0.065

0.005

0.005
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ORGANIZATION'S
FINANCIAL STABILITY
AS DETERMINANT OF
JOB SATISFACTION
AFTER THE CHANGE

1.00

92

4.5326

0.68662

o 7427

1994 0048

2.00

95

4.2842

0.98568

2.005 0.047

CAREER
ADVANCEMENT
OPPORTUNITIES AS
DETERMINANT OF
JOB SATISFACTION
DURING THE
CHANGE

1.00

3.0652

0.69225

0.641

0.376 0.708

2.00

3.0211

0.89892

0.377 0.707

CAREER
ADVANCEMENT
OPPORTUNITIES AS
DETERMINANT OF
JOB SATISFACTION
AFTER THE CHANGE

1.00

3.0870

0.75086

2.024

0.022 0.983

2.00

3.0842

0.97482

0.022 0.983

GOOD RELATIONS
WITH
LEADERS/MANAGERS
AS DETERMINANT OF
JOB SATISFACTION
BEFORE THE
CHANGE

1.00

3.3478

0.90705

0.520

-0.411 0.682

2.00

3.4000

0.83028

-0.410 0.682

GOOD RELATIONS
WITH
LEADERS/MANAGERS
AS DETERMINANT OF
JOB SATISFACTION
DURING THE
CHANGE

1.00

3.5326

0.89505

0.765

0.218 0.828

2.00

3.5053

0.82351

0.217 0.828

GOOD RELATIONS
WITH
LEADERS/MANAGERS
AS DETERMINANT OF
JOB SATISFACTION
AFTER THE CHANGE

1.00

3.7174

0.91779

0.291

-0.709 0.479

2.00

3.8105

0.87877

-0.708 0.480
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C4. T-TEST ACCORDING TO HIERARCHY

Descriptives ANOVA
Std.
N Mean  Deviation F Sig.

A BARRIER TO 1.00 103 3.3398 1.41111 0.586 0.625 A BARRIER TO 0.586
CHANGE IS CHANGE IS

3.00 19 3.1053  1.14962

4.00 18 3.3889  1.33456

Total 187 3.3743  1.30301
A BARRIER TO 1.00 103 4.6214 0.62805 1.556 0.202 A BARRIER TO 1.556
CHANGE IS CULTURE CHANGE IS CULTURE

2.00 47 4.4894  0.58504

3.00 19 4.6316  0.49559

4.00 18 4.8333  0.38348

Total 187 4.6096 0.58889
A BARRIER TO 1.00 103 2.3010 1.31980 0.433 0.730 A BARRIER TO 0.433
CHANGE IS FEAR OF CHANGE IS FEAR OF
TECHNOLOGY B 47| 28191 1.27017 TECHNOLOGY

3.00 19 26316 1.38285

4.00 18 25000 1.15045

Total 187 2.3583  1.29306
A BARRIER TO 1.00 103 3.5243 1.15338 4.258 0.006 A BARRIER TO 4.258
CHANGE IS FUTURE CHANGE IS FUTURE
UNCERTAINTY 200 47 34894 124887 UNCERTAINTY

3.00 19 4.3158 0.82007

4.00 18 4.1667 0.78591

Total 187 3.6578  1.15026
TO WHAT EXTENT, 1.00 103 4.4660 0.53898 2.772 0.043 TO WHAT EXTENT, 2.772
HAS THE BANKING HAS THE BANKING
SYSTEM BEEN 200 47 45532 054408 SYSTEM BEEN
AFFECTED FROM ' ' ' AFFECTED FROM
THE FINANCIAL THE FINANCIAL
CRISIS OF THE LAST  3.00 19 4.6316  0.49559 CRISIS OF THE LAST
DECADE? 4.00 18 4.8333  0.38348 DECADE?

Total 187 4.5401 0.53102
TO WHAT EXTENT, 1.00 103 4.0680 0.79536 TO WHAT EXTENT, 0.349
HAS THE SHRINKING HAS THE SHRINKING
OF THE BANKING e 47| 41702 | 0.73186 OF THE BANKING
SECTOR (BANK SECTOR (BANK
MERGERS) 3.00 19 4.1579 0.76472 MERGERS)

AFFECTED THE

AFFECTED THE



CYPRIOT ECONOMY?  4.00 18 4.2222  0.64676
Total 187 4.1176  0.75992
TO WHAT EXTENT 1.00 103 2.7476 0.72380
HAVE YOU BEEN
INFORMED ABOUT
2. 47 3.042 7
THE REASONS FOR 00 3.0426 | 0.75058
CHANGE? 3.00 19 3.6842 0.58239
4.00 18 4.2778 0.57451
Total 187 3.0642 0.85267
TO WHAT EXTENT 1.00 103 2.3204 0.80700
HAVE YOU BEEN
'TNHFEORMED ABOUT 2.00 47 2.8085 0.77005
CONSEQUENCES OF
CHANGE TO THE 3.00 19 3.1579 0.50146
ORGANIZATION? 4.00 18 3.8333 0.70711
Total 187 2.6738  0.89533
TO WHAT EXTENT 1.00 103 2.0874 0.79344
HAVE YOU BEEN
NGRS Ao gl 2.00 47 25106 0.62109
THE IMPLICATIONS
OF CHANGE ON 3.00 19 2.8421 0.76472
YOUR WORK/JOB
POSITION? 4.00 18 3.4444 051131
Total 187 2.4011  0.83897
CHANGE 1.00 103 3.3010 0.82646
MANAGEMENT
THEORIES
2. 47 3.531 71782
SUCCESSFULLY 00 35319 | 07178
APPLY IN PRACTICE.  3.00 19 4.0000 0.47140
4.00 18 4.0556 0.41618
Total 187 3.5027  0.78545
CHANGE 1.00 103 2.8155 0.92617
MANAGEMENT
THEORIES APPLY IN
2. 47 3.1702 8677
CASES OF PLANNED 00 3.170 0.86776
CHANGES
3.00 19 3.7368 0.65338
4.00 18 3.7222  0.46089
Total 187 3.0856 0.91766
CHANGE 1.00 103 1.8641 0.67226
MANAGEMENT
= TV 0 47 2.0638 0.76341
CASES OF SUDDEN,
UNPLANNED, 3.00 19 2.1579 0.83421
RADICAL CHANGES
4.00 18 2.6111 0.50163
Total 187 2.0160 0.72938

CYPRIOT ECONOMY?

TO WHAT EXTENT 21.391

HAVE YOU BEEN
INFORMED ABOUT
THE IMPLICATIONS

OF CHANGE ON
YOUR WORK/JOB

POSITION?

CHANGE 6.284

MANAGEMENT
THEORIES APPLY IN
CASES OF SUDDEN,

UNPLANNED,
RADICAL CHANGES
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THE 1.00 103 2.3107 0.75445
LEADER/MANAGER
USED TO INFORM
THE TEAM BEFORE 2.00 47 2.7021 0.83184
THE CHANGE 3.00 19 2.8947 0.56713
4.00 18 3.6111 0.60768
Total 187 25936  0.83959
THE 1.00 103 25631 0.82450
LEADER/MANAGER
USED TO INFORM
2. 47 2. 8104
THE TEAM DURING 00 6809 | 081043
THE CHANGE
3.00 19 3.3158 0.47757
4.00 18 3.6111 0.50163
Total 187 2.7701  0.83959
THE 1.00 103 2.7476 0.83688
LEADER/MANAGER
e oo 2.00 47 2.7872 0.85811
THE TEAM AFTER
THE CHANGE 3.00 19 3.2632 0.80568
4.00 18 3.7222 0.57451
Total 187 2.9037 0.86840
THE 1.00 103 2.0291 0.75998
LEADER/MANAGER
USED TO
2. 47 2.2 79312
MOTIVATE/EMPOWER >0° 553 | 0.793
THE EMPLOYEES 3.00 19 2.7368 0.56195
BEFORE THE
CHANGE 4.00 18 3.1111 0.83235
Total 187 2.2620 0.83008
THE 1.00 103 2.3204 0.78232
LEADER/MANAGER
USED TO 2.00 47 24255 0.85325
MOTIVATE/EMPOWER
THE EMPLOYEES
DURING THE 3.00 19 3.1053 0.65784
CHANGE 4.00 18 3.5556  0.78382
Total 187 2.5455  0.88099
THE 1.00 103 2.4660 0.81428
LEADER/MANAGER
mere 2.00 47 25319  0.80355
MOTIVATE/EMPOWER
THE EMPLOYEES 3.00 19 3.2632 0.73349
AFTER THE CHANGE
4.00 18 3.7222  0.66911
Total 187 2.6845 0.88714
| HAD THE 1.00 103 1.4854 0.77793
OPPORTUNITY TO
PARTICIPATE IN A 2.00 47 17234  0.99350

| HAD THE
OPPORTUNITY TO
PARTICIPATE IN A

1.047

0
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TRAINING PROGRAM
ABOUT LEARNING

NEW PRACTICES
CONCERNING
CHANGE BEFORE

THE CHANGE

| HAD THE 1.519
OPPORTUNITY TO

PARTICIPATE IN A
TRAINING PROGRAM
ABOUT LEARNING

NEW PRACTICES

CONCERNING
CHANGE DURING
THE CHANGE

TRAINING PROGRAM  3.00 19 1.6316 0.76089
ABOUT LEARNING
NEW PRACTICES
CONCERNING 4.00 18 1.4444  0.70479
CHANGE BEFORE
THE CHANGE Total 187 1.5561 0.83008
| HAD THE 1.00 103 1.4951 0.73929
OPPORTUNITY TO
PARTICIPATE IN A
2. 47 1.7021 9761
TRAINING PROGRAM 00 0 0.97613
ABOUT LEARNING
NEW PRACTICES 3.00 19 1.7368 1.04574
CONCERNING 4.00 18 1.8889 1.07861
CHANGE DURING
THE CHANGE
CHANG Total 187 1.6096  0.87530
| HAD THE 1.00 103 22718 0.97210
OPPORTUNITY TO
AT S TN A 2.00 47 2.1915 1.01378
TRAINING PROGRAM
ABOUT LEARNING 3.00 19 2.3684 1.21154
NEW PRACTICES
CONCERNING 4.00 18 2.3889  1.14475
CHANGE AFTER THE
CHANGE Total 187 2.2727 1.01888
| HAD THE 1.00 103 1.1456 0.47295
OPPORTUNITY TO
PARTICIPATE INTHE 5 5 47 13191  0.66288
CHANGE PROCESS ' ' '
OR IN DECISION 3.00 19 2.0526 0.84811
MAKING PROCESS
CONCERNING 4.00 18 3.0000 1.23669
CHANGE BEFORE
THE CHANGE Total 187 1.4599  0.87513
| HAD THE 1.00 103 1.1845 0.55568
OPPORTUNITY TO
PARTICIPATE IN THE
2. 47 1.3617 .76401
CHANGE PROCESS 00 36 0.7640
OR IN DECISION
MAKING PROCESS 3.00 19 3.0526 1.17727
CONCERNING 4.00 18 3.6667  0.59409
CHANGE DURING
THE CHANGE Total 187 1.6578  1.10253
| HAD THE 1.00 103 1.2718 0.67438
OPPORTUNITY TO
A AR e 20 47 1.4894  0.83072
CHANGE PROCESS
OR IN DECISION 3.00 19 3.4211 0.90159
MAKING PROCESS
CONCERNING 4.00 18 3.7222  0.75190
CHANGE AFTER THE
CHANGE Total 187 1.7807 1.16400
| HAD SEEN THE 1.00 103 2.6408 1.05584
CHANGE AS AN
OPPORTUNITY 2.00 47 2.4894  1.03991
3.00 19 3.6842 1.15723
4.00 18 4.3889  0.50163

| HAD THE 0.231

OPPORTUNITY TO
PARTICIPATE IN A
TRAINING PROGRAM

ABOUT LEARNING
NEW PRACTICES

CONCERNING
CHANGE AFTER THE

CHANGE




| HAD SEEN THE
CHANGE AS A
THREAT

| EXPERIENCED
NEGATIVE FEELINGS
SUCH AS FEAR,
PANIC, ANXIETY
BEFORE THE
CHANGE

| EXPERIENCED
NEGATIVE FEELINGS
SUCH AS FEAR,
PANIC, ANXIETY
DURING THE
CHANGE

| EXPERIENCED
NEATIVE FEELINGS
SUCH AS FEAR,
PANIC, ANXIETY
AFTER THE CHANGE

MY JOB
SATISFACTION
BEFORE THE
CHANGE WAS

MY JOB
SATISFACTION
DURING THE
CHANGE WAS

MY JOB
SATISFACTION
AFTER THE CHANGE
WAS

SALARY AS
DETERMINANT OF

Total
1.00

2.00

3.00
4.00

Total

1.00
2.00

3.00

4.00
Total

1.00

2.00
3.00

4.00

Total
1.00
2.00
3.00
4.00
Total
1.00
2.00
3.00
4.00
Total
1.00
2.00
3.00
4.00
Total
1.00
2.00
3.00
4.00
Total
1.00
2.00

187
103

47

19
18

187

103
a7

19

18
187

103

a7
19

18

187
103
47
19
18
187
103
47
19
18
187
103
47
19
18
187
103
47
19
18
187
103
47

2.8770
3.8544

3.8936

3.3684
2.0000

3.6364

3.4272
3.5957

3.5789

2.7778
3.4225

4.3398

4.4255
4.4211

4.1667

4.3529
3.2913
3.4043
3.3158
2.6667
3.2620
3.9515
4.0213
4.4211
4.3333
4.0535
2.8155
2.8723
2.8947
3.0000
2.8556
3.4466
3.4255
4.0000
4.1667
3.5668
3.8058
3.8723

1.17814
1.31662

1.16533

1.16479
0.76696

1.33455

1.10792
1.11627

1.01739

0.64676
1.08168

0.85810

0.90277
0.60698

0.61835

0.82536
0.73606
0.82514
0.67104
0.59409
0.76257
0.77179
1.07318
0.60698
0.48507
0.83430
0.68238
0.89969
0.56713
0.59409
0.72253
0.81323
0.74439
0.74536
0.51450
0.80293
1.06696
1.09578

| EXPERIENCED 2.741
NEGATIVE FEELINGS

SUCH AS FEAR,

PANIC, ANXIETY

BEFORE THE

CHANGE

| EXPERIENCED 0.475
NEGATIVE FEELINGS

SUCH AS FEAR,

PANIC, ANXIETY

DURING THE

CHANGE

MY JOB 2.500
SATISFACTION

BEFORE THE

CHANGE WAS

MY JOB 0.368
SATISFACTION

DURING THE

CHANGE WAS

SALARY AS 0.709
DETERMINANT OF
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JOB SATISFACTION  3.00 19 41579 0.83421
BEFORE THE
g 400 18 37222 095828
Total 187 3.8503  1.04163
SALARY AS 100 103 35922 0.99446
DETERMINANT OF
ey 200 47 35532  0.87993
DURING THE 300 19 33684 1.01163
Crnleis 400 18 32778 0.95828
Total 187 3.5294  0.96327
SALARY AS 100 103 3.8641  1.03893
DETERMINANT OF
o A ey 200 47 37872  0.83239
AFTER THE CHANGE 300 19 3.7895 0.78733
400 18 37222 0.75190
Total 187 3.8235 0.93664
JOB/JOB POSITION  1.00 103 3.6699 0.95372
SECURITYSALARY AS
e = 200 47 37021 097613
JOB SATISFACTION 300 19 3.7895 0.85498
BEFORE THE
g 400 18 37222 0.75190
Total 187 3.6952  0.92639
JOB/JOB POSITION ~ 1.00 103 4.0388  0.95919
AS DETERMINANT OF
foaoar it T OF 200 47 40638  0.86989
DURING THE 300 19 45263 061178
Crnleis 400 18 3.6667 0.68599
Total 187 4.0588  0.89908
JOB/JOB POSITION  1.00 103 4.3592  0.96867
AS DETERMINANT OF
foaoar it I T OF 200 a7 45106 0.74811
AFTER THE CHANGE ~ 3.00 19 46316 0.49559
400 18 43889 0.60768
Total 187 4.4278  0.84807
ORGANIZATION'S 100 103 3.7087  0.94590
FINANCIAL STABILITY
e AT Ol 200 47 37872 085811
JOB SATISFACTION  3.00 19 41579 0.76472
BEFORE THE
g 400 18 44444  0.70479
Total 187 3.8449 091141
ORGANIZATION'S 100 103 40388 0.93853
FINANCIAL STABILITY
e AN oL 200 47 44043 087625
JOB SATISFACTION  3.00 19 4.4737 061178
DURING THE
ChANGE 400 18 43889 0.69780
Total 187 4.2086  0.88860
ORGANIZATION'S 100 103 42330  0.92040
FINANCIAL STABILITY
S ANr L 200 47 45532  0.87993
JOB SATISFACTION  3.00 19 4.6842 0.47757
AFTER THE CHANGE 55 18 47222  0.46089
Total 187 4.4064  0.85858
CAREER 100 103 3.8932  0.95909

JOB SATISFACTION
BEFORE THE
CHANGE

SALARY AS
DETERMINANT OF
JOB SATISFACTION
DURING THE
CHANGE

0.739

SALARY AS
DETERMINANT OF
JOB SATISFACTION
AFTER THE CHANGE

0.164

JOB/JOB POSITION
SECURITYSALARY AS
DETERMINANT OF
JOB SATISFACTION
BEFORE THE
CHANGE

0.096

JOB/JOB POSITION
AS DETERMINANT OF
JOB SATISFACTION
DURING THE
CHANGE

2.962

JOB/JOB POSITION
AS DETERMINANT OF
JOB SATISFACTION
AFTER THE CHANGE

ORGANIZATION'S
FINANCIAL STABILITY
AS DETERMINANT OF
JOB SATISFACTION
AFTER THE CHANGE

0.749

3.466

0
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ADVANCEMENT 2.00 47 4.0851  0.88046

OPPORTUNITIES AS

DETERMINANT OF 3.00 19 43158 0.67104

JOB SATISFACTION 4.00 18 4.4444  0.61570

BEFORE THE

CHANGE Total 187 4.0374  0.90023

CAREER 1.00 103 3.0291  0.83380

ADVANCEMENT

OPPORTUNITIES AS 2.00 47 3.0638 0.79137

DETERMINANT OF 3.00 19 2.6842  0.58239

JOB SATISFACTION

DURING THE 4.00 18 3.4444  0.70479

CHANGE Total 187 3.0428  0.80207

CAREER 1.00 103 3.0097  0.91282

ADVANCEMENT

OPPORTUNITIES AS 2.00 47 2.8936  0.69888

DETERMINANT OF 3.00 19 3.2105 0.71328

JOB SATISFACTION

AFTER THE CHANGE 4.00 18 3.8889  0.75840
Total 187 3.0856  0.86953

GOOD RELATIONS 1.00 103 3.2427  0.79787

WITH

LEADERS/MANAGERS 2.00 47 3.2979  0.85757

AS DETERMINANT OF  3.00 19 3.6316 0.83070

JOB SATISFACTION

BEEORE THE 4.00 18 4.0556  0.99836

CHANGE Total 187 3.3743  0.86695

GOOD RELATIONS 1.00 103 3.4466  0.84862

WITH

LEADERS/MANAGERS 2.00 47 3.4255 0.87836

AS DETERMINANT OF  3.00 19 3.8421 0.83421

JOB SATISFACTION

DURING THE 4.00 18 3.8333 0.78591

CHANGE Total 187 3.5187 0.85724

GOOD RELATIONS 1.00 103 3.6117 0.87708

WITH

LEADERS/MANAGERS 2.00 47 3.8085 0.94727

AS DETERMINANT OF  3.00 19 4.0000 0.74536

JOB SATISFACTION

AFTER THE CHANGE 4.00 18 4.2778 0.82644
Total 187 3.7647  0.89697

GOOD RELATIONS
WITH
LEADERS/MANAGERS
AS DETERMINANT OF
JOB SATISFACTION
DURING THE
CHANGE

2.178

0
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