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1. Introduction 

 

Recent research specifies that the role of well-functioning public institutions towards justifiable national development far 

outshine influences of change management factors on the quality of policy and topography (Ackerman, 2012 & Beeker, 2014). 

Within the collective pressures of globalization, subcontracting, regionalization of decision-making, democratization, simplified 

employee‟s participation in the public and speedy technological progress, the significance and place of the state and its 

establishments is undergoing unceasing revision and re-alignment (Coe, 2010).   

 

In this setting, the significance of upholding demand driven and well-organized institutions which can hold and continuously 

generate successive groups of performance-oriented leaders and managers become a central feature for positive delivery of quality 

public services that are vital to the pursuit of national development objectives (Appelbaum, St Pierre & Glavas, 2008). And as 

Mariotti, (2010) has asserted, change management becomes a feature that firmly holds the mantle for effective service delivery in 

a changing public service.  

 

Nelson and Quick, (2010) observed that change in organizations is unavoidable, nevertheless, change is a steady progression 

that can be managed, and additionally adds that organizational adaptiveness, receptiveness and elasticity are chief characteristics 

that regulate competitiveness, top-notch service delivery and organizational survival. As far as Krantz, (2008) is concerned, 

former tactics to organizing and getting work accomplished are becoming outmoded. He further asserts that this is an inevitable 

truth of all businesses all over the world and leaves room for just two possibilities: “change or be change”!   

 

Rose and Lawton, (2009) on their part, assert that changes in county governments like Kenya Power and Lighting Company 

(Nyamira County) ascend out of the necessity for service competence, economy, efficacy, performance assessment, ethics and 

market concerns.  Increasing demand for services and hopes of quality of those services have placed heightened pressure on 

managers and their companies, portraying change as an unceasing episode in the life-span of county governments.  

 

According to Armstrong, (2014) the course begins by creating awareness of the need to change. Evaluation of change 

management forces has created it leads to a finding of their distinguishing characteristics which implicate the change in which 

action needs to be undertaken. Conceivable causes of action can be acknowledged and assessed and a choice made of the favored 

action. Organizational development techniques help to device the required organizational changes in a way that is satisfactory to 

employees and that augments the effectiveness of the organization, intensifies productivity, encourages employees and raises job 

satisfaction. 
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The study aimed to investigate challenges facing change management practices in county governments with specific interest in 

Nyamira County. The target population comprised of 135 employees and top management in Nyamira County. Census method 

was used.  The research instrument was the questionnaire administered by the researcher. Data collected was analyzed by 

descriptive statistics, correlation analysis and regression analysis. The study showed that change process is highly influenced 

by communication on change. Management direction was significant to change. The study recommended that there is need for 

the county assembly to create a workable strategic plan to effectively communicate change. Participation of change process 

should be emphasized by ensuring there is proper channel of communication.  The change management should involve 

employees by process of change. Participation of staff should be structured clearly to provide opinions for change. The 

involvement of staff should be enhanced on implementation through strategic monitoring and evaluations. There is need to 

provide clear management directions in change consistently to ensure there is the right change management in the county. The 

study further recommended that service training to employees should be equipped on the best management practices of 

strategic change management.  
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According to Kanter, (2014) creating change in an organization is never a walk in the park. Vision is required at the onset, 

staff‟s opinion on the matter of change need to be asked and considered and they also call for involvement of people in making 

decision concerning change. The change has to be appropriately resourced in human form, managerial costs and technological 

standings, all of which must be paid for so as to acquire the benefits that are sought after. Hardy, (2005) proclaims that to remain 

competitive, contemporary organizations must aim at exceptionality and dominance in all provinces of their operations, know-

how, work processes, goods and services, tactics in the numerous management functions of scheduling, organizing, enrolment, 

directing and supervisory function. These changes are only conceivable via imaginative and innovative thinking. 

 

Nauheimer, (2005) labeled change management practices as the process, apparatuses and methods to manage the people-side 

of change processes, to accomplish the required results and to appreciate the change efficiently within the individual change agent, 

the inner circle, and the broader system.  

 

Hofer and Schendel, (2013) proposes that effective management on change is a process which concerns with strategic 

management and employee development plans. This is enhances through structures necessary to productive strategy formulation 

process. What organizational change eventually necessitates is that, people develop not just fresh and useful skills and knowledge, 

but a complete fresh way of seeing things. It puts them on a pedestal of complete internal re-orientation for their businesses.  

 

Nevertheless, there are studies that hypothesize that change management in Nyamira County Assembly has not assembled the 

needed impetus as their private corporate counterparts. Appelbaum et al, (2013) posted that change management practices is 

conservative to work successfully in corporate contexts have limited influence in Government engagements. The entire tempo, 

motivation, setting of goals is different and require high decision framework on part of change management practitioners 

(Appelbaum et al, 2013; Meyer & Botha, 2010). The communication strategy, workshop Project and implementation, client 

sponsor assignation and follow-up techniques must take into effect a different reality.  

 

Nichols, (2010) noted that corporate and government administrations are both exposed to financial, technological and societal 

forces. Until now, the inferences of change – its reception and process of reception differ considerably. In commercially-driven 

businesses, some instinctively understand matters like survival, the need to adapt and be uninterruptedly relevant through nonstop 

training; this is not factual for those who work in the Government sector. Frequently, these changes are dictated by legislative 

action, which seldom happens.  

 

Conversely though, studies highlight that there is an influence of change management on service delivery in Nyamira County 

Assembly and overall organizational performance (Govender et al, 2005; Tosi et al, 2009; Stewart & Kriyas, 2005). Such an 

influence has however been quoted to be substantial if appropriate change management practices like suitable communication, 

collaboration and participation by staff among others are used, if bottlenecks to such change are efficiently alleviated and if 

change management is efficiently and completely implemented (Beeker, 2014; Weiss, 2011).  

 

Krantz, (2008) notes that certain features of change management in Nyamira County Assembly to help catalyze Change 

management have been carried into practice but some have demonstrated difficulty in the implementation stage. Tosi et al, (2009) 

contend that partially, however, the form of public service management is changing and that, whereas part of the changes 

reinforce it, others generate major difficulties because they comprise of the adoption of models premised on the private sector and 

often over-simplified private sector paradigms - without consideration to the distinguishing purpose, circumstances and tasks of 

the public sector.  

 

Hardy,(2005) further asserts that the problem with public institutions and their struggle in managing change originates from 

ineffective, poor strategic change management encompass lack of communication presence, staff participation and involvement, 

collaboration, resulting to resistance to change by staff, uncreative direction to change by management in Nyamira County 

Assembly, non-alleviating strategies to curb the ever present barriers to change management and deficiency of effective change 

management implementation in the sector.  

 

From these backgrounds it can be noted that many studies have analyzed change management and observed that change 

management affect performance. There is no clarity on which study that can establish what change management can do to 

improve performance. The challenges of change management practices still remain a concave in both public and private 

organizations performance (Armstrong 2014). Nyamira County has not been identified; therefore, this study seeks to investigate 

the challenges facing change management in Nyamira County to fill the gap. 

 

2. Research Problem 

 

County governments in Kenya are facing difficulties in adopting change management. The communication of change 

management can be enhanced by county assemblies of different county government officials. However change management 

becomes a subject in counties since it affect human resource, resource allocation or deployment, county growths, financial 

resource management and service delivery. Nyamira County has over the past ten years experienced notable changes in 

technological innovations, organizational structure, and human resource capabilities among others. However, the extent to which 
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Nyamira County has adapted to these changes and what challenges there are remains significantly uninvestigated. Further, though, 

Kantz, (2008) contends that ineffective change management practices affect service delivery to the public. Further, negative 

resistance to change management directions process is the deficiency in participation by public and outside stakeholders.  

 

One of the primary reasons people create companies is to focus attention and forces on a particular goal – this goal being the 

offering of quality products and/or services the client and customers. This result to forces the need to change organization 

obligation for performance. This makes enviable human resource in the life cycle of the organizations. This determinant is 

presently experienced in county government due change of management in strategic plans (Weiss 2011). 

This study intended to fill the gap that exists on the Challenges facing change management in Nyamira County. This is 

because there was little on change management in Nyamira County Assembly as opposed to the private sector. 
 

3. Study Objectives 
 

The study was guided by the following specific objectives; 

i. To establish the influence of communication on change management in Nyamira County. 

ii. To explore the influence of employee participation  on change management in Nyamira County 
 

4. Review of Literature 

 

4.1 Theoretical Framework 
 

4.1.1 Change Management Theory 
 

Change management theory was proposed by Bass, (2010). This theory specifies that change is a mutual and collective factor 

in the organization and management. Change management is an elementary skill in which most company influencers and 

managers need to be knowledgeable. There are very few working surroundings where change management is not significant 

(Fullan, 1991). Deal and Patterson, (1990) offered the following values that need to be adhered to when dealing with change 

management and change articulation. When leaders and managers are planning to handle change, they said, they are required to 

distinguish that different people respond differently to change, everybody has essential needs that have to be met, change 

habitually involves a loss, and persons undergo the "loss curve,” expectations need to be handled convincingly and fears have to 

be worked on conclusively.   

 

Govender et al, (2005) contended that when bearing in mind the aspects of change management theory in the framework of 

public service organizations, the following characteristics must be taken into account. 1) Give people full and proper information - 

be open and truthful about the facts, but don't give overoptimistic conjecture. Basically, meet their honesty needs, but not in a way 

that set impracticable prospects. 2) For large groups, generate a communication strategy that guarantees information is 

disseminated professionally and expansively to everybody (don't let the grapevine take over). Nevertheless, follow this up with 

personal interviews to generate a personal strategy for handling the change. This helps to identify and deal suitably with the 

individual response to change. Give people selections to make, and be truthful about the possible outcomes of those options. That 

is, accommodate their control and inclusion desires.  Give people time to offer their opinions, and back their decision making, 

providing training, counseling or information as suitable, to help them through the loss curve. 

 

More, where the change includes a loss, recognize, what will or might substitute that loss - loss is easier to survive through if 

there is something to substitute it for. This will help appease potential doubts and qualms. Keep detecting good management 

practice, such as making time for casual conversation and feedback (inasmuch as the pressure might look like it is reasonable to 

let such things slip - during problematic change, such practices are even more significant). This theory thus becomes useful to this 

study because it can provide explanation of change management practices inherent to the study. It can explain the influences of 

communication of change resistance, management of direction and participation towards change process. 

 

4.2 Discussion of Key Study Variables 

 

4.2.1 Communication of Change 
 

Management needs to clarify the purpose of change management in supporting individual means of the organization. Bowman 

& Asch (2017) observed that change management strategy is communicated is based on performance appraisal. The employee 

offers to change necessity of management strategies. The study consequently indicated that management of change by 

communication enhances performance.  This value resistance premised for ineffective management in organizations anticipation. 

 

Communication is key to the service delivery accomplishment of most all companies. Bennebroek, Gravenhorst and Werkman 

(2013) found that change management implementations can enhance performance of successful organizations. Communication is 

the manageable in any institution events. However challenge of contemporary management in human resource is not effective 

with change process.  



INTERNATIONAL JOURNALS OF ACADEMICS & RESEARCH                                                                 ISSN: 2617-4138              
IJARKE Business & Management Journal                                                               DOI: 10.32898/ibmj.01/1.4article11                                                                                                     

www.ijarke.com          

 

120 IJARKE PEER REVIEWED JOURNAL                                    Vol. 1, Issue 4                                                           May – Jul. 2019 

    
 

 

Unproductive communication during organizational change is conveyed to negatively influence the way an organization works 

and distributes its functions. For instance, unproductive change communication can lead to resultant resistance of change and 

overstating poor features related to human resource to enhance service delivery. Smelzer (2012) observed that there is poor 

relationship between change management and communication in an organizations performance. Keyton (2015) purposed to 

investigate change communication to the workplace on influences change by communication.  Despite change significance, 

communication is effective with organization change. The results to scholars to consult change communications received. Beside 

this communication of change can affect most management changes to prior attempts to handle effective change communication 

have inclined more to focus on some facets of change and not others. For instance, change communication has been labeled in 

terms of themes (Lewis, Stephens, Schmisseur, & Weir, 2013), ubiquity on corporate culture (Keyton,2005), expectations and 

capabilities (Elving & Hansma,2008; Frahm & Brown,2005; Heracleous,2002), features or dimensions of the change process 

(Bennebroek et al,2013; Dawson,2013), and how to handle the change process (Elving,2005; Fernandez & Rainey,2013), but little 

on its effect on service delivery in Nyamira County Assembly or county governments.   

 

Communication academics (Cushman & King, 1995; Dawson, 2013; Salem, 1999) propose that several features or 

characteristics are linked to change communication. Primarily, change encompasses differences in two or more ideas as time goes.  

Then, as has been mentioned previously, change is normative. Thirdly, change has dissimilar orders as concerns the significance 

and context.  Fourthly, there can be internal or external stimulants or „triggers‟ of change (Salem, 1999). External stimuli include 

“government law and regulations, internationalization of marketplaces and the globalization of business, chief political and social 

proceedings, growth and innovativeness in technology, organizational growth and expansion, coupled with variations in business 

cycles” (Dawson,2013, p.15). Internal stimuli may involve improvement in internal technology, people, managerial systems, or 

modifications in a primary task (Dawson, 2013).  Fifth, the conformation of the system is transformed based on change.   

 

Heracleous (2012) found that change of communication enable supervisors to manage broad information.  It communicates 

change management between employees change process and organization change process. It is significant to manage research on 

accomplishment to improve performance.  It is the adoption of organizational change depends for communication to enlighten 

management skills at all levels. Moreover, it is vital that manager‟s act as role models for the change process at all times as that 

ensures productivity (Heracleous, 2002). While leaders seem to be aware to improve change in the company, Bolden and Gosling 

(2013) communication is that can inform about change expressively from challenges.  

 

4.2.2 Participation 
 

Michael (2018) contended that management decision involves change participations process.  The commitment is important to 

change participating group in identifying strategic programs.  The strategic participation is the program on decision making and 

scheduling strategic change. The result to management of change is accomplished to control. The participation is agents manage 

change to delegate duties in groups and teams. The management of change is between participation and organization performance.  

The generation of data collection by participation planning is the development of change taskforce.  The participation is involved 

by the management of change to build efforts. Valuing staffs of the firm can generate ideas but change implementation cannot be 

emphasized. 

 

Dennis and Michael (2018) observed that change process is participated in management directions which hold the control of 

participation. In a study performed by Coe (2010) in an education setting, school leaders admitted that, as with any class of 

learners, there was substantial variation in the involvement, interest and self-assurance of their staff members when it came to re-

conceptualize the learning set up. They understood that it was impractical to expect all teachers to become involved to the same 

degree and so scheduled a learning plan that empowered teachers to participate in a diversity of ways. For example, many leaders 

originally worked with a small absorbed core of staff and depended on the "ripple effect" and the eagerness of this group to 

contaminate others. They reinvigorated interested staff to be at sessions in the Core Learning Program and then discovered that 

other staff became attracted once they had looked at. At a recent Review Meeting of a school band, the four principals were 

agreed in their interpretation that where the Project was originally regarded with some cynicism by staff, as another example of 

"being done to" by the system, it very rapidly became a sought after plan as they were included - to the degree that teachers were 

competing for places in the Core Learning Program. 

 

Hargreaves, (2014) provides that participations are the creation of change in individual management. Fullan (2017) asserts that 

strategic reforms backfire, because we fail to understand from those who disagree with us" (p. 8). He holds that "resistance" to 

reform can be greatly informative. Still, research has exposed that up to fifty percent of teachers in swiftly changing schools feel 

that they are powerless to air their apprehensions or express different ideas (Peters et al, 2013). 

 

Leaders labeled a range of strategies they utilized to guarantee that all staff members' voices could be considered. These 

encompassed brain storming conferences in staff meetings, staff surveys and the utilization of exact thinking tools like the De 

Bono's 6 hats, and PMI (Plus, Minus Interesting) to investigate their schools‟ participation in the Project and advance joint 

ownership. In a school, all staff appeared to an "awareness rising" meeting by a consultant which produced quite an antagonistic 

response from some teachers. The school leaders decided to have the consultant return to meet with this team of teachers so that 
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they could divulge their concerns (Coe, 2010). Consequently, both the consultant and the staff members felt that they had 

comprehended the tricky issues from the chance to further discuss main areas of disagreement. An additional example of 

permitting all voices to be heard happened in the Practicums when some locations convened panels of teachers to divulge both 

their positive and negative understandings of the Project. This "warts and all "approach was reliably mentioned in the Practicum 

response by participants as stimulating, and empowering them to connect more convincingly to their own school. 

 

4.2.3 Change Management Concept 
 

Johnson and Scholes (2013) define change management as the thoughtful and synchronized actions taken to renovate an 

organization to overcome environmental problems so as to accomplish its goals.  Thus, organizations are commissioning strategic 

changes so as to bring into line their business strategies to the environment thus connecting the resources and activities of an 

organization to that environment. Hill and Jones, (2011) on a supplementary consider change management as a transition from a 

current state to a future state that intensifies competitive advantage. They further recommend the following in considering the 

challenges facing change management by establishment of the need for change. The impediment change is not implemented to 

appraise change. 

 

Kanter, (2014) on his part asserts that, change management will need aligning it to the environment, provoking assumptions, 

fashioning a vision, utilizing diplomatic skills to get satisfactory responses(this shapes coalitions of backers), keeping actions 

progressing by handling interventions and resistance, upholding the momentum, integrating ups and coming changes. The loss of 

sight for management is on general objectives in the organizations. 

 

Scholes (2018) affirmed that organization focus of ways to operate with change abilities. The proficiency gains are rapidly 

evaluated by its change environments. , ascended out of the necessity for competence, economy, effectiveness, performance 

assessment, ethics and market issues. The rising claim for services and the expectation for high-end quality of those services have 

put real pressure on managers and their companies, portraying change as a nonstop episode in the life-span of organization.  

 

The study of change management is defined as activities, procedures and decisions that are implemented by an organization‟s 

members to comprehend their strategic meanings, (Hardy, 2005). This helps establishments to accomplish the highest power, 

efficiency and have the least disruption and undesirable consequences. According to Hardy (2005), handling strategic change is 

about handling the telling non-linear dynamic processes during strategy application. It comprises of change or configuration in 

policy, structures, styles, standards, staff and skills of an organization to comprehend a strategy.    

 

Armstrong (2014), interprets strategic change management as a method that evaluates the business and the industries in which 

the corporation is involved; measures its competitors and sets objectives and strategies to meet all prevailing and possible 

competitors; and then reconsiders each strategy yearly or three-monthly or frequently to establish how it has been implemented 

and if it has prospered or requires replacement by a fresh strategy to meet altered circumstances, innovative technology, new 

competitors, a robust economic environment., or a clear social, monetary, or political environment. Therefore, change 

management is focused on innovative ways with new changing directions. 

 

Change in organizations is still, never attained without resistance to the changes. Resistance to change is characterized in many 

forms or features. Resistance to change can also originate from top management or even low unit employees. Forces that arouse 

resistance to change include habits, self-satisfaction, loss of personal connection or rewards, uncertainty and fear of ineptitude 

(Scott, 2014). The management resistance for change requires managing conditions of guaranteed vision and mission 

accomplished for minimum change. 

 

5. Research Methodology 

 

The study adopted descriptive research design. The study targeted the Nyamira County management staff whose figures 

according to the staff members report (2017), stands at 135 management staff working at the departments within the Company.  

 

The researcher secured a research permit and authorization letter from the university before proceeding to Nyamira County 

Government for data collection. Self-administered approach to collect the questionnaire was adopted. The study analyzed the data 

using descriptive and inferential statistics to address the variables under the study. 

 

6. Data Analysis and Results 

 

6.1. Descriptive Statistics 

 

6.1.1 Communication of Change in the Organizations 
 

This is the first specific objective which establishes how communication of change is challenge facing change management in 

the organizations. The findings were presented as table 1. 
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Table 1 Communication of change in organizations 

 Mean  Std. Deviation 

Management become effective to explain the reasons of 

strategic change management 

4.10 .767 

Employees adopt change successfully when proposed 

to change. 

4.01 .881 

Employees are ready to feel change created by 

management 

1.04 1.111 

Supervisors and management are effective with 

information of change  

2.20 1.065 

Change communication affect employees effectiveness 4.76 .951 

 

It was shown that change communication affect employees effectiveness had a mean 4.76 with Standard deviation of 0.951, 

Management become effective to explain the reasons of strategic change management had a mean of  4.10 with Standard 

deviation of 0.767, Employees adopt change successfully when proposed to change had a mean  of 4.01 with Standard deviation 

of 0.881, management are effective with information of change had a mean 2.20 with Standard deviation of 1.065 and Employees 

are ready to feel change created by management had a mean  1.04 with Standard deviation of 1.111. 

 

The findings indicated that respondents agree most with assertions that change communication affect employee‟s effectiveness 

which is challenged to the new strategic change directions in the organizations.  The descriptive statistics using more than mean 4 

was highly emphasized that respondents were in agreement that communication of change in every respective organizations is 

emphasized on employees‟ effectiveness. Some employees were not sure that employees are ready to feel changes created by 

management as well as management are effective with communications of change which was determined by the mean less than 2. 

This implies that the variances in relations to change management are evenly distributed by challenges emphasized on the 

assertions on highest means. 

 

6.1.2 Participation in Change Process  
 

This is the second specific objective which examines how participation in change process affected change management of 

organization. The findings were presented in table 2. 

 

Table 2 Participation in Change Process 

 Mean  Std. Dev. 

Those affected by change are rarely involved in change process resulting to 

negative change management 

4.41 .761 

Participation in change results to better decisions than otherwise  3.51 1.139 

The agents retain controls in change processes but not delegate tasks which 

will affect change management  

4.02 1.047 

The change process are based on individuals voices endeavors 1.09 .845 

The strategies for change process ensures that employees voices are heard for 

the need for change management  

2.90 .763 

Generally employees are never participated in change process which creates 

negative change management  

3.80 .871 

 

From table 2, participation in change process is attributable to change management which is indicated with different means 

and standard deviations under study. Respondents were requested to indicate the views of change process either agreeing or 

disagreeing using Likert scale. Descriptive statistics indicated that those affected by change are rarely involved in change process 

resulting to negative change management had mean of 4.41 and standard of 0.761, The agents retain controls in change processes 

but not delegate tasks which will affect change management had mean of 4.02 and standard deviation of 1.047 followed by 

Generally employees are never participated in change process which creates negative change management with mean of 3.80 and 

standard deviation of 0.871, Participation in change results to better decisions than otherwise  with mean of 3.51 standard 

deviation of 1.139, The strategies for change process ensures that employees voices are heard for the need for change management  

mean of 2.90 and standard deviation of 0.763, and the change process are based on individuals voices endeavors had a mean of 

1.09 and standard deviation of 0.845. The finding showed that those affected by change are rarely involved in change process 

resulting to negative change management had the highest mean of 4.41 and standard deviation of 0.761 while lowest in change 

process based on individual‟s voices endeavors at mean of 1.09 and standard deviation of 0.845. 
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 This finding is in line with Michael (2018) who contended that management decision involves change participations process.  

The commitment is important to change participating group in identifying strategic programs. The strategic participation is the 

program on decision making and scheduling strategic change. The result to management of change is accomplished to control. 

The participation is agents manage change to delegate duties in groups and teams. 

 

Armstrong (2014) interprets that strategic change management as a process that evaluates the business and the industries in 

which the corporation is involved; measures its competitors and sets objectives and strategies to meet all prevailing and possible 

competitors. The management of change is between participation and organization performance.  The generation of data collection 

by participation planning is the development of change taskforce.  The participation is involved by the management of change to 

build efforts. Valuing employees with change process of the firm can generate ideas but change implementation which cannot be 

emphasized. 

 

6.2 Inferential Statistics 

 

6.2.1 Correlation Analysis 

 

The researcher determined the relationship between independent variables and dependent variable. Correlation analysis was 

conducted to establish the relationship between variables where the challenges were correlated with change management.   

 

The strength from correlation analysis are based on the results coefficients which was either statistically significant or not 

statistically significant, all interpretations are made on scale or -1 which indicates negative correlations, -0.01 indicates almost 

there is no correlation 0 indicate no correlations between variables, between 0.03 -0.099 indicates very weak correlations 0.1 to 

.29 weak correlations, moderately weak correlations, .50-.60 moderately correlated, .7-.88 strongly correlated, .9-.99 very strongly 

correlations and almost +1 indicates perfectly correlations. 

 

In this study Pearson correlations analysis was analyzed on variables under study.  The summative Likert scale was run to 

correlate values of the variables. Regression analysis was used after correlation analysis.  The results were presented in table 1. 

 

 

 

 

 

 

Table 1 Correlations Analysis 

 Communication of 

change management  

Participation in 

change process 

Management 

directions 

Communication of 

change management 

Pearson 

correlation 

1   

Sig. (2tailed)    

    

Participation in change 

process 

Pearson 

correlation 

-.566 1  

Management directions 

 

 

 

Sign(2 tailed 

person correlation 

-.009 

 

.356 

.007 

 

 

1 

Sig.(2tailed) .047 .001  

    

**. Correlation is significant at the 0.01 level (2-tailed). 

*. Correlation is significant at the 0.05 level (2-tailed). 

 

The result from correlation analysis showed that Communication of change management had a positive correlation on change 

management. However, Participation in change process had negative correlations of -0.566 while management directions had a 

positive significant correlation .356 p≤ .05. This implied that most of challenges of change are positively significant to correlate 

with management directions.  

 

In this correlation analysis, communication of change management included three variables in change management at 

statistically significant. Every variable was correlated with change management where participation in change process in 

negatively correlated, implied that there is weak correlation between participation in change process and change management. The 

variables correlations were determine to show how the challenges correlated with change management of organizations. 
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7. Conclusions and Recommendations 

 

From the results, it was concluded that challenges affect change management in organizations. The results showed that the 

study clearly analyzed the challenges of change management. It was also concluded that participation in change process is 

attributable to change management which is indicated with different means and standard deviations under study. 

 

The study recommended that there is need for the county assembly to create a workable strategic plan to effectively 

communicate change. Participation of change process should be emphasized by ensuring there is proper channel of 

communication.  The change management should involve employees by process of change. Participation of staff should be 

structured clearly to provide opinions for change. The involvement of staff should be enhanced on implementation through 

strategic monitoring and evaluations. There is need to provide clear management directions in change consistently to ensure there 

is the right change management in the county. The study further recommended that service training to employees should be 

equipped on the best management practices of strategic change management. 
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