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[bookmark: _Toc165188824][bookmark: _Toc168026341][bookmark: _Toc168027307][bookmark: _Toc168028752]ABSTRACT
The purpose of this study was to examine the effects of change management on organizational performance evidence from commercial banks operating in fitche town. This study has selected components of change management such as leadership, communication, employee engagement and readiness for change as independent variables that are assumed to have direct influence on organizational performance, which is the dependent variable. In guiding this research, the study applied was used to answer the research problems. Explanatory research designs were applied to meet the research objective. Structured and unstructured questionnaires were used to collect data from 128 respondents. Descriptive and inferential statistical techniques were used for data analysis. Inferential statistics mainly Pearson’s correlation and linear regression analysis were used to examine the relationships between the study variables. The findings show that leadership is the most dominant at the commercial banks while the least practiced components of change management was Employee Engagement.  Overall, the findings highlight the importance of change management in enhancing organizational performance in the banking sector. Banks that prioritize readiness for change, communication, and employee engagement can improve their overall effectiveness and achieve better outcomes. The study provides valuable insights for bank managers and policymakers seeking to optimize effective change management for improved performance
Keywords: Leadership, Communication, Employee Engagement, Readiness for Change, Organizational Performance.


[bookmark: _Toc168026342][bookmark: _Toc168027308][bookmark: _Toc168028753]CHAPTER ONE
[bookmark: _Toc168026343][bookmark: _Toc168027309][bookmark: _Toc168028754]INTRODUCTION
This chapter presented the background of the study, research problem, objectives, research questions, significance of the study, scope of the study, and definition of terms. It also underscored the significance and limitations of the study. Finally, the organization of the study was introduced..
[bookmark: _Toc157624279][bookmark: _Toc168026344][bookmark: _Toc168027310][bookmark: _Toc168028755]1.1. Background of the study	
Change can be defined as any initiative, program, or project that had an objective of changing the business practices and required the employees to do their jobs in a different way (ElKattan., 2017) Change was happening everywhere; its speed and complexity were increasing; and the future success of our organizations depended on how successful leaders were at leading that change. In today’s marketplace, change was requirement for continued success and competent change leadership was a most desirable executive skill. 
Change had now become inevitable and turned out to be a regular feature of business life. It was pertinent, therefore, that it receives the necessary attention in order to guarantee a continued increase in business performance (Okeke, M.N.etal, 2019). The world today was a global village enhanced by the use of technology. Organizations at remote places needed to communicate with multinationals as well as the world at large in order to stay abreast with the ever-changing business world.
Change should not be done for the sake of change. Usually, organizational changes can be brought about internal and external driving forces. Change management is a very broad field, and approaches on managing change vary greatly, from one organization to another and from one project to another. In case of a change, on a Complex structure of an organization is acting both external factors as well as internal ones. There are multiple acting external forces that serve to change: - market situation of the Organization or the place that it occupies within the market; - technology that organization uses; - Governmental laws and regulations; - economy (Romanesco Marcel Laurentiu, 2016). To overcome the incoming changes every organization needs to strength its cap town to manage the Changes accordingly.

Organizations need change management in order to adjust to both internal and external factors that impact their performance and operations, such as market rivalry, customer preferences, technology innovation, organizational culture, and regulatory requirements (Kotter J. P., 1996).By increasing productivity, effectiveness, quality, creativity, and customer happiness, change management can boost an organization's performance (Cameron, E., Green, M., 2004).But since it entails uncertainty, complexity, resistance, and conflict, change management is both difficult and dangerous (Hughes, 2016). As a result, it's critical to comprehend the variables that affect change management's success or failure as well as the connections between change management and organizational performance.

In Africa, especially In South Africa, Organizations create change-related strain for their employees in two ways; first, the level of strain depends on the impact the change has on the individuals own job. This means high personal demands tend to translate into high strain. Second, if change has a significant impact on the work unit and that change is not managed well, in terms of fairness, this also tends to lead to experiences of personal strain. If change is not well managed, it can result to high labor turn over and low production (Gebregziabher, 2018).
Organizational changes are expected to cause employees to quit their comfort zones. (Hussain, 2018)And old habits and processes are anticipated to be abandoned in favor of new ones that are consistent with the change effort's goal. (Abdullah, 2021) Change management is handled differently in different organizations, and each one chooses a technique based on its unique circumstances, situation, and qualities (Bidabad, 2019) , Implementing change management is a simple task with the correct managerial leadership in place.The leaders of change management who have successfully helped firms transition are those who are exemplary and continually communicate strategies, information, updates, and guidance to others around them  (S. Baharudin, B. A., 2019), Especially in the case of mergers, the complexity of organizational reorientation rises, which makes the necessity of implementation of efficient change management.
In an ever-changing global economy, organizations must find ways of operating by developing new competences as the old competitive advantages and core competences gained are quickly eroded owing to environmental changes (Grusovnik, R., & Jelovac, D.2014).Like an integral part of business objectives, the understanding of organizational performance is very important for commercial banks, which are considered as the major constituents of the financial institutions (Elshaday, T.et.al,(2018).
Organizational change is a demand of the day and needed for banks to survive.On the other hand, organizational structure changes are thought to influence employees‟ performance. A structure is an arrangement of tasks or activities being performed in an organization. This study conceptualized that changes in structure may affect organizational performance in a bank (Haile Kalayu, 2019).
against a background of rapid technological development a growing knowledge workforce and the shifting of accepted work practices change is becoming an ever-present feature of organizational life thus the human resource is critical and difficult to manage it is because human behavior is highly unpredictable it differs not only from individual to individual but often on the part of same individual at different points of time in spite of biological and cultural similarities human beings not only differ in their appearance but also in their capabilities based on their background training and experience human resource or a person at work is the most important component of the undertaking management cannot afford to ignore human resource at any cost management is the process of efficiently getting activities completed with and through other people the management process includes planning organizing leading and controlling activities those take place to accomplish objectives being a branch of management personnel management also performs the same functions towards the achievement of objectives different terms are used for personnel management the different terms are labour management labour administration labour management relations employee-employer relations personnel administration human assets management and human resources management in simple sense human resource management means employing people developing them utilizing compensating and maintaining their services in tune with the job and organizational requirements Obasankehinde (2018 ). 

Additionally the majority of the research has been carried out in industrialized nations like the us the uk or australia and has nations like the us uk or australia and have disregarded the uniqueness and diversity of various organizational environments particularly in emerging nations like ethiopia Rahman et al (2018) by investigating the effect of change management on organizational performance using data from a commercial bank in fiche town this study seeks to close these gaps private and governmental banks in ethiopia has to change in line with their customers’ demands government policy political and economic condition of the country and rate of competitors unlike in the business is drastically changing the research is motivated by the need to address gaps in the existing literature on change dynamics in this context understand the impact of effective change management on performance identify and overcome challenges and barriers faced by banks optimize change management strategies to improve competitiveness and provide practical recommendations for enhancing organizational performance through effective change management the research aims to fill existing gaps address specific challenges and offer actionable insights to drive performance improvements in commercial banks in fitche town there is a strong need to align operations in line with the various environmental turbulence levels and thus there is need to study the effect of change management on selected private and governmental banks performance in fitche town.
[bookmark: _Toc168026345][bookmark: _Toc168027311][bookmark: _Toc168028756]1.2. Statement of the Problem
The concept of a change management process has been around for decades. Change management scholars have conducted research and ultimately developed various models to explain the process.  For example, (Hiati, 2016) describes his ADKAR model of change management.  According to this model, change management has five stages: awareness, desire, knowledge, ability, and reinforcement.  On the other hand, (Bridges, 2019) argues that people go through transition stages when adapting to change.  According to his transition model, the stages are: Calm between waves, denial, resistance, exploration, engagement, and preparation for new waves.
According to (Johnson, 2019) emphasizes that when managing change, you need to understand the key elements of change: What is changing, why the change is occurring, what are the effects of the change, and how to monitor the change throughout the process. These elements help researchers identify aspects of change and ultimately track how the implementation stages of change affect organizational performance.
The Existing literature lacks a comprehensive consideration of the localized change dynamics specific to Ethiopian commercial bank operations. Further research is needed to understand how regional variations and market-specific dynamics within Ethiopia impact change initiatives and subsequent organizational performance within commercial banking (Alemu, Y, & Berhanu, F, 2020) .
Commercial banks are financial organizations that provide a range of services to the general public in any society based on the needs of their clients. These commercial banks play a significant role in the growth and development of a nation by making loans to a variety of economic sectors, encouraging investments, generating jobs, and accelerating the rate of economic expansion. In every country commercial banks are the main economic institutions that facilitate the financial growth and economic development mainly serving the key purposes of providing financial intermediation and transaction services (Birhanu, 2015).

Change management has been presented as a solution to the performance crisis as organizations, like the banking industry; accept the fact that change is inevitable. Numerous researches have been conducted on change management and performance but there are still many unresolved issues. (Wanza, B., & Nkuraru, 2016) Conducted research on effect of change management practices on performance of Teacher’s Service Commission and established that communication had a positive impact on performance, however the other variables such as stakeholder engagement, leadership and organizational learning were not examined hence existence of an empirical gap which the researcher aims to fill.

The failure of the change management program results in a huge crisis for the organization in terms of competitiveness, a decrease in profitability, a decline in employees’ motivation, and high turnover, which results in the loss of respected and loyal customers. As a consequence, the survival of the organization was put in danger (Song, 2013). However, there is  limited evidence on the influence of change management in organizations, and this study therefore seeks to fill the existing gap by determining to what extent effective change management influences the organizational performance of commercial banks in Ethiopia, what are the key challenges and barriers faced by commercial banks in implementing successful change management initiatives and how do they impact organizational performance, and how change management strategies can be optimized by commercial banks in Ethiopia to improve organizational performance during this time. (Abebe, 2017).

The study fills the research gap by taking a comprehensive approach to understand localized change dynamics in Ethiopian commercial banks operating in fitche town. This involves conducting a literature review, designing a research plan with case studies or surveys in Ethiopian banks, collecting data through interviews and analysis, identifying common themes and challenges, developing recommendations for optimizing change management strategies, and sharing findings through academic channels. By following these steps, researchers can offer valuable insights to improve organizational performance through effective change management in Ethiopian commercial banks operating in fitche town.

Despite the existence of various change management models and literature on organizational change, there is a lack of comprehensive consideration of the localized change dynamics specific to Ethiopian commercial bank operations. The existing research does not adequately address the impact of regional variations and market-specific dynamics within Ethiopia on change initiatives and subsequent organizational performance within the commercial banking sector. Commercial banks in Ethiopia play a crucial role in the economic growth and development of the nation by providing financial services and facilitating economic activities. However, there is a need to understand how effective change management practices influence the organizational performance of commercial banks in Ethiopia. Additionally, the key challenges and barriers faced by commercial banks in implementing successful change management initiatives and their impact on organizational performance remain largely unexplored.

Furthermore, the effects of change management on organizational performance, specifically in the context of commercial banks operating in Fitche Town, have not been adequately explored. While change management is recognized as an important aspect of organizational development, there is limited evidence on its specific impact on the performance of commercial banks in this particular region. Therefore, this study aims to fill the existing gap by investigating the extent to which effective change management influences the organizational performance of commercial banks in Ethiopia. The study also seeks to identify the key challenges and barriers faced by commercial banks in implementing change management initiatives and examine how these factors affect organizational performance in the study area. This study also aims to address a gap in the literature by examining the effect of change management on organizational performance: evidence from commercial banks operation in case of Fitche town North Shoa Zone, Oromia Regional State, Ethiopia. 
[bookmark: _Toc157624280][bookmark: _Toc168026346][bookmark: _Toc168027312][bookmark: _Toc168028757]1.3. Research question
1. What is the effect of leadership component of change management on organizational performance?
2. What is the effect of communication component of change management on organizational performance?
3.  What is the effect of employee engagement component of change management on organizational performance?
4. [bookmark: _Toc157624281]What is the effect of readiness for change component of change management on organizational performance?
[bookmark: _Toc168026347][bookmark: _Toc168027313][bookmark: _Toc168028758]1.4. Objectives of the study
[bookmark: _Toc157624282][bookmark: _Toc168026348][bookmark: _Toc168027314][bookmark: _Toc168028759]1.4.1. General objective
The general objective of this study was to explore the effect of change management on organizational performance evidence from commercial banks operating in fitche town.
[bookmark: _Toc168026349][bookmark: _Toc168027315][bookmark: _Toc168028760]1.4.2. Specific objectives
The objective of this study was
1 To analyze the effect of communication on organizational performance.
2 To evaluate the effect of employee engagement on organizational performance.
3 To evaluate the effect of readiness for change on organizational performance.
4 To determine the effect of leadership on organizational performance.
[bookmark: _Toc157624284][bookmark: _Toc168026350][bookmark: _Toc168027316][bookmark: _Toc168028761]1.5. The significance of this study
[bookmark: _Toc165188834]The significance of this study was  furnishing sapience into the  goods of change  operation on organizational performance in Commercial Bank in Fitche Town. An  sapience to the banks to  fluently  manage up with the changes by  relating the weak link of its Change  operation and  perpetration process. Contribute to empirically inform decision makers, policy makers, itineraries and other concerned parties about the problem at hand and suggest means of diving the problem as well and contribute to exfoliate light for farther studies conducted by experimenters and interpreters in the future.
[bookmark: _Toc168026351][bookmark: _Toc168027317][bookmark: _Toc168028762]1.6. The scope of the Study
[bookmark: _Toc168026352][bookmark: _Toc149541698][bookmark: _Toc165188835]The scope of the study aims to probe examining the effect of change operation on organizational performance substantiation from marketable banks operating in Fitche town. The study was focus on examining the effect of change operation on organizational performance substantiation from marketable banks operating in Fitche town. The scope of the study was limited to conceptually, geographically and methodologically, as follow. Conceptually, the study limited to probe the effect of four factors of change operation videlicet leadership, communication, hand engagement, and readiness for change with organizational performance. The study is conducted on the workers and branch directors from the seven branches of marketable banks in fitche town and farther extending the sample population will help to generalize the result. Hence the other factors of change operation and organizational performance pointers weren't being the concern of this exploration. Also, methodologically this study applied quantitative exploration approach data gathering via doubter.
[bookmark: _Toc168026353][bookmark: _Toc168027318][bookmark: _Toc168028763]1.7. Limitation of the study
[bookmark: _Toc168026354][bookmark: _Toc157624285]The research community claims that there may be certain issues and restrictions. Thus, the researcher has certain difficulties and constraints while carrying out this research (study). The primary constraint of the research is its framework, which only looks at four types of components of change management (leadership, communication, employee engagement and readiness for change and how each affects organizational performance. This study used a combination of quantitative research methods in its methodology. Some respondents' refusal to fill out the questionnaire posed the researcher with their biggest challenge. A note authorizing the researcher to conduct the study at the bank was shown to some of the respondents, but they remained uncooperative. Since some respondents did not finish the questionnaire in a timely manner, the procedure of gathering the questionnaires proved to be difficult, and the researcher had to spend a significant amount of time following up with employees while they were at work. The study remains valid despite the sufficient amount of returned questions. Without long-term data, the study may not fully capture the true effect of change management on organizational performance.
[bookmark: _Toc168026355][bookmark: _Toc168027319][bookmark: _Toc168028764]1.8. Operational definitions of key terms
[bookmark: _Toc158149408]Change is commodity that presses us out of our comfort zone or from status quo.  
Change management in business and associations this is nominated as the effective of running of business changes similar that administrative leaders, directors and frontal- line workers work in correct to successfully apply the demanded process, technology or organizational changes (Lewis & Cooper, 2018).
  Organizational performance the process to know how your workers bear in the plant and how well they perform the job duties you've obliged to them, for an individual hand, performance may relate to work effectiveness, quality and effectiveness at the, (Boxall, 2017). 
 Change management on organizational performance how the change operation influences on the organizational performance in the workplace and their integration between them, Branente, w, (2020). 
 Communication refers to the exchange of information, ideas, studies, and passions between individualities or groups. Effective communication is pivotal for the success of any association as it facilitates collaboration, problem- working, decision- timber, and relationship.(Wirtz, etal.2021). 
 Leadership is the capability of an individual to guide, motivate, and impact others towards a common thing or vision, frequently involving decision- timber, setting direction, and creating a where people can contribute to achieving (Northouse, 2018). 
 Readiness for change refers to an individual or association's amenability and capability to acclimatize to new circumstances, technologies, or strategies. Organizations that are more ready for change are more equipped to respond to external challenges and openings. ( Armenakis & Harris, 2020) 
Employee engagement is the position of emotional commitment and engagement and hand has towards their association’s pretensions and values.
[bookmark: _Toc168026356][bookmark: _Toc168027320][bookmark: _Toc168028765]1.9. Organization of the study
The study was comprised five main chapters. Chapter one was the general preface covering the background of the study, the statement of the problem, the objects, significance, compass and how the exploration was organized. Chapter two is substantially concern with the review of affiliated literatures on change operation determinants as well as the organizational performance. Chapter three provides the methodology that was determined to achieve the exploration objects including primary data and system of analysis. Chapter four was each about the Result and Discussion part of the study and the last one Chapter five which gives summary, conclusion and recommendation for the study





















[bookmark: _Toc168026357][bookmark: _Toc168027321][bookmark: _Toc168028766]CHAPTER TWO
[bookmark: _Toc157624287][bookmark: _Toc158149409][bookmark: _Toc168026358][bookmark: _Toc168027322][bookmark: _Toc168028767]RELATED LITERATURES REVIEWS
[bookmark: _Toc168026359][bookmark: _Toc168027323][bookmark: _Toc168028768]Introduction
Change management is a critical aspect of organizational success, particularly in dynamic industries such as commercial banking. As organizations strive to adapt to evolving market conditions, technological advancements, and regulatory requirements, effective change management practices play a crucial role in enhancing organizational performance. This literature review aims to explore the effects of change management on organizational performance within the context of commercial banks operating in Fitche Town. By synthesizing existing research and empirical evidence, this review seeks to provide insights into the strategies, challenges, and outcomes associated with change management initiatives in the banking sector. Understanding the impact of change management on organizational performance is essential for bank leaders, managers, and stakeholders to make informed decisions and drive sustainable growth in a competitive environment.
[bookmark: _Toc168026360][bookmark: _Toc168027324][bookmark: _Toc168028769]2.1. Theoretical review
Theories provide a generalized explanation to an occurrence (Mitchell, 2014). A theoretical framework guides research, in determining what variables to measure, and what statistical relationships to look for in the context of the problems under study (Torgersen, 2015). There are various approaches that support the research objectives in discussing change management and practices the organizational performance of commercial banks including the approaches of Lewin’s Three step Model, Predictable Phenomenon/ Planned Change, Uniform Approach/ top down, Differentiated Approach/ Bottom- up, Complex Phenomenon/ Emergent Change, Gestalt Psychotherapy Theory.
[bookmark: _Toc168026361][bookmark: _Toc168027325][bookmark: _Toc168028770]2.1.1. Evolutions of Change Management
Change management has evolved significantly over the years, with various theories and models emerging to address the complexities of organizational change. One of the earliest theories is Lewin’s Change Management Model, which emphasizes the three stages of change: unfreezing, changing, and refreezing. This model laid the foundation for understanding the psychological aspects of change and how individuals and organizations respond to it. As organizations faced more dynamic environments, the contingency theory of change management emerged, high lighting the need for flexible approaches based on situational factors. 
Furthermore, the complexity theory of change management introduced the idea that organizations are complex adaptive systems, and change should be viewed as a non-linear process with emergent outcomes. 

This perspective emphasized the importance of understanding patterns, relationships, and feedback loops within organizations to effectively manage change. The evolution of change management and its impact on organizational performance can be traced through various sources, particularly academic and industry literature.  Most of the new company goes to their culture change, every company need to run the business with smooth and efficient manner, to use the modern technology, bring coordination among the work force, established the group team to carry on the activities, different task needs different abilities to solve those problems, the work which is carrying in the organization is also changing, all these things require flexibility and change readiness. 
2.1.1.1. Perspective of change management 
Change management is the contemporary phenomena.  Most of the organizations now are going to change their activities and the organizational culture, because due to the advancement of latest technology, changing the production techniques, the changing behavior of the customer, the economic changes, the business world changing activities compel the organization to bring change on their activities.  We can define change management as when the organization decide to alter the present mode of business activities into a new one style or model to cope with rapid changes of the business world, but keep in mind the profit maximization factor. Change may be in organization structure, organization employees, technology of the business concern, production techniques, administration or management change, change management have proof different organization when they adapted became the successive organization. We can define the change management also by the help of following words. 
2.1.1.2. Early Change Management Discourse
Change management as a formal discipline began to emerge in the 20th century with the recognition that organizations needed structured approaches to manage transitions effectively. Early theorists such as Kurt Lewin introduced the concept of unfreezing, changing, and refreezing to explain how organizations could navigate change. (Lewin.K, 1947) Frontiers in Group Dynamics: Concept, Method and Reality in Social Science." This seminal work by Kurt Lewin laid the foundation for the field of change management. Lewin's model of change involving unfreezing, changing, and refreezing has been fundamental to understanding the process of change within organizations.
2.1.1.3. Emergence of Systemic Change Approaches
(Anderson, D.,& Anderson, L, 2010)"Beyond Change Management: How to Achieve Breakthrough Results Through Conscious Change Leadership." This book outlines a shift from linear change models to systemic and adaptive change approaches, focusing on holistic and sustainable change within organizations. Over time, systematic change approaches like John Kotter's 8-step model and Prosci's ADKAR model gained popularity for their structured and sequential approach to managing change. These models emphasized the importance of clear communication, stakeholder engagement, and leadership support in driving successful change initiatives.
2.1.1.4 Cultural and Human-Centric Approaches
(Kotter J. P., 1996) John Kotter's influential work emphasized the human dimension of change, focusing on the role of leadership, cultural alignment, and employee engagement in driving successful organizational change initiatives. Recognizing the critical role of organizational culture and employee engagement in change, approaches like Edgar Schein's cultural analysis and William Bridges' transition model focused on understanding and addressing the human side of change. These approaches highlighted the need for empathy, communication, and support for employees during times of transition.
2.1.1.5. Complex Adaptive Systems Theory
The understanding that organizations are complex adaptive systems influenced change management by emphasizing the non-linear and unpredictable nature of change. This perspective suggests that change initiatives should be flexible, iterative, and responsive to emergent challenges and opportunities.
"Managing Innovation: Integrating Technological, Market and Organizational Change." This work delves into the concept of organizations as complex adaptive systems, where change is dynamic, non-linear, and must factor in the interplay of technological, market, and organizational changes for successful innovation management (Tidd, J., & Bessant, J, 2009)
2.1.1.6. Agile and Iterative Change Practices
Drawing from software development methodologies, agile and iterative change practices emphasize quick feedback loops, experimentation, and continuous improvement. These approaches are well-suited for dynamic environments where traditional linear change models may not be effective. The agile manifesto emphasizes iterative and flexible change practices. The principles extend to change management, promoting adaptability, collaboration, and responsiveness to change within organizational settings (Beck, K., Beedle, M., et al. , 2001).
2.1.1.7. Evidence-Based Change Management
The shift towards evidence-based practices in change management emphasizes the importance of data-driven decision-making and evaluation. By collecting and analyzing data on change initiatives, organizations can learn from past experiences and make informed decisions to improve future change efforts.  According to (Hayes J. , 2018)the Theory and Practice of Change Management (5thed.)." This comprehensive book integrates evidence-based practices, emphasizing the analytical underpinnings of effective change management. It highlights data-driven decision-making and the use of empirical evidence to guide change initiatives.
2.1.1.8. Digital Transformation and Change
The rise of digital technologies has accelerated the pace of change in organizations, leading to the need for digital transformation initiatives. Digital transformation involves leveraging technology to drive innovation, improve efficiency, and enhance customer experiences. Successful digital transformation requires a strategic approach to change management that addresses both technological and human factors. According to (Ross, J. W.et al., 2019) Ross, J. Designed for Digital: How to Architect Your Business for Sustained Success." This work explores the evolving landscape of digital transformation as a driver for change and its subsequent impact on organizational performance in the digital age. The evolution of change management has showcased a shift from more linear, prescriptive models to dynamic, systemic approaches, emphasizing the human and cultural dimensions of change, and the need for adaptability and evidence-based decision-making in driving organizational performance.  
[bookmark: _Toc168026362][bookmark: _Toc168027326][bookmark: _Toc168028771]2.1.2. Theories of Change Management
Change management refers to the structured approach to transitioning individuals, teams, and organizations from a current state to a desired future state. There are several theories and models that have been developed to guide change management processes. These theories provide frameworks for understanding the complexities of organizational change and offer insights into how to effectively manage change within an organization.
2.1.2.1. Lewin’s Change Management Model
Lewin’s Change Management Model One of the most well-known theories of change management is Lewin’s Change Management Model, developed by Kurt Lewin in the 1940s. This model consists of three stages: unfreezing, changing, and refreezing. Unfreezing involves preparing the organization for change by creating awareness of the need for change and reducing resistance. The changing stage involves implementing the actual changes, while the refreezing stage involves stabilizing the changes by reinforcing new behaviors and practices. This model emphasizes the importance of managing resistance to change and creating a supportive environment for change implementation.
2.1.2.2. Kotter’s 8-Step Change Model
Kotter’s 8-Step Change Model is another influential theory is Kotter’s 8-Step Change Model, proposed by John Kotter. This model provides a step-by-step approach to leading organizational change. The eight steps include creating a sense of urgency, forming a powerful coalition, creating a vision for change, communicating the vision, empowering others to act on the vision, planning for and creating short-term wins, consolidating improvements and producing more change, and institutionalizing new approaches. Kotter’s model emphasizes the importance of strong leadership and effective communication in driving successful change initiatives.
2.1.2.3. ADKAR Model
The ADKAR Model, developed by Prosci, focuses on individual change management. It identifies five key elements that individuals need to successfully navigate change: awareness of the need for change, desire to participate and support the change, knowledge of how to change, ability to implement required skills and behaviors, and reinforcement to sustain the change. This model highlights the importance of addressing individual concerns and capabilities during organizational change efforts.
2.1.2.4. Bridges’ Transition Model 
William Bridges’ Transition Model focuses on the psychological transitions that individuals go through during change. The model consists of three stages: endings, neutral zone, and new beginnings. Endings involve letting go of old ways, while the neutral zone is a period of uncertainty and exploration. New beginnings involve embracing new ways of working. Bridges’ model emphasizes the emotional impact of change on individuals and provides insights into managing transitions effectively.
[bookmark: _Toc168026363][bookmark: _Toc168027327][bookmark: _Toc168028772]2.1.3. Models of change management
There are several models of change management that have been developed and used in various organizations and industries. Some of the most popular and widely referenced models include:
2.1.3.1. Kurt Lewin’s 3-Step Model
Also known as the “Unfreeze-Change-Refreeze” model, this approach was introduced by psychologist Kurt Lewin’s in the 1940s. It involves three stages:
Unfreeze: Preparing the organization for change by identifying the need for change, understanding the current situation, and creating a sense of urgency.
Change: Implementing the necessary changes, providing support and training, and addressing resistance.
Refreeze: Stabilizing the new situation by reinforcing the changes, celebrating successes, and integrating the new processes into the organization’s culture.
2.1.3.2. ADKAR Model
Developed by Jeff Hiatt and Prosci, the ADKAR model focuses on the individual’s perspective during change management. It consists of five elements:
Awareness: Ensuring that everyone understands the need for change and its impact.
Desire: Helping individuals develop a positive attitude towards the change and its benefits.
Knowledge: Providing the necessary knowledge and skills to adapt to the change.
Ability: Enabling individuals to apply the new knowledge and skills in their daily work.
Reinforcement: Sustaining the change by recognizing and celebrating successes, addressing resistance, and continuously improving the change process.
2.1.3.3. John Katter’s 8-Step Change Model
Proposed by Harvard Business School professor John Kotter, this model emphasizes the importance of leadership and employee engagement during change management. The eight steps are:
2.1.3.4. Establish a sense of urgency
The first step in leading change is to create a sense of urgency. This means convincing people that change is necessary and that it is time to act. There are a number of ways to do this, such as highlighting the problems with the current situation, pointing out the opportunities that change will create, and building a coalition of people who are committed to change.
2.1.3.5. Form a powerful guiding coalition
Once a sense of urgency has been created, the next step is to form a powerful guiding coalition. This is a group of people who are committed to the change and who have the power to make it happen. The coalition should include people from all levels of the organization, as well as people from outside the organization who can provide support and resources.
2.1.3.6. Create a vision for change
The next step is to create a vision for change. This is a clear and concise statement of what the organization will look like after the change has been implemented. The vision should be inspiring and motivating, and it should be something that people can rally around.
2.1.3.7. Communicate the vision
Once the vision has been created, it needs to be communicated to the rest of the organization. This can be done through speeches, presentations, and other forms of communication. It is important to make sure that everyone understands the vision and why it is important.
2.1.3.8. Remove obstacles
Once the vision has been communicated, the next step is to remove obstacles that are preventing the change from happening. This may involve changing policies, procedures, or structures. It may also involve removing people who are not supportive of the change.
2.1.3.9. Create short-term wins
Once some progress has been made, it is important to create short-term wins. This will help to build momentum and keep people motivated. Short-term wins can be anything from small improvements to major accomplishments.
2.1.3.10. Build on the change
Once some short-term wins have been achieved, it is important to build on the change. This means continuing to make progress and to expand the scope of the change. It also means addressing any new challenges that arise.
2.1.3.11. Anchor the new approach in the culture
The final step is to anchor the new approach in the culture. This means making sure that the change becomes the new way of doing things. It also means creating systems and structures that support the change.
2.1.3.12. Change Management and Successful Performance
Change management is the process, tools and techniques to manage the people side of change to achieve the required business outcome.  Change management can be defines as the process of continually reviewing an organization structure, directions, plans, objectives and also changing its mission and vision in order to capable of challenging and succeeding by defining the internal and external challenges. The rapid growth in global, economic and technological advancement creates change an unavoidable aspect of organizational life. Though, change that is planned by its affiliated can be distinguished from change that takes place to an organization. It is normally originated and implemented by managers, usually with the help of an organization development practitioner who may be internal or hired from outside of the organization. Organizations can practice planned change to deal with problems, to learn from experience, to reframe joint perceptions, to familiarize with external environmental changes, to improve current performance, and to influence upcoming changes (Naveed Saif N. R., 2013). To ensure the success of the change program it is appropriate to focus on organizational structure human relations and technology, and there must be balance between these aspects to improve the performance of employees and this in turn reflects the quality of productivity (Omar Al-Jaradat, 2013). 
There was need for frequent organizational change to cope with the ever turbulent environment in which the firm operates. Failure to adapt and adopt change in the organization would lead to stagnation and therefore unfit to compete favorably with other actors in the industry. When firms were leading and managing change they were creating a sense of urgency to reinforce the need for change, providing people with facts, figures and evidence to persuade them for change, selecting the right people to form the guiding coalition, getting the guiding coalition to work together as a team, creating clear and tangible vision for change, constructing effective strategies to deliver the vision, changing systems that get on the way of the changed vision, recruiting promote and develop the right people to promote change and ensuring the right people are chosen for the role of change development(Samuel, Kamugisha, 2013).
2.1.3.13 Effect of Leadership on Organizational Performance
In this global competitive environment, effective leadership style is necessary to reduce the attrition rate. From the effective leadership styles only it is possible to achieve organizational goal productively. Leadership styles effect on the employee performance and productivity (Swamy, 2014).Leadership is associated with organizational culture, primarily through the processes of articulating a vision, and to a lesser extent through the setting of high performance expectations and providing individual support to workers; the key to choose the right approach to culture change is to know how organizations function. As social systems comprising work, people, formal and informal systems, organizations are resistant to change and designed to neutralize the impact of attempts at change. Leaders play a critical role in selecting and planning appropriate change management approaches. It is important that the leaders of the organization create an atmosphere of psychological safety for all individuals to engage in the new behaviors and test the waters of the new culture (Koustelios, 2014).
The leader as a person in charge or as a change agent can manage an organization or the process of organizational change more effectively and successfully if he/she is capable and competent. Rapid technological advancements, high expectations of customers, and ever changing market situations have compelled organizations to incessantly reassess and reevaluate how they work and to understand, adopt and implement changes in their business model in response of changing trends (Asghar, 2010).

Leaders in the banks need to focus on staff policies of the organization by paying close attention to the integration mechanisms of change for individuals within the organizations. They need to not only communicate but also set objectives that aim at the attainment of a better correlation between the objectives of the organization and of staff management, through managers‟ and employees‟ improved communication and through their setting common objectives, whether individually or as a group(Richard, 2014).
2.1.3.14. Effect of Employee Engagement on Organizational Performance
In many countries, employee’s engagement has emerged as a potential factor for organizational performance. Many practitioners of human resource management have poorly understood measurement of employee motivation for activities and more precisely its commitment. Despite the association between employee engagement and job satisfaction, there is no relationship between employee engagement and job assignment, which is an important key factor for organization performance, job assignment is critical for engaging employees to ensure organizations’ longevity and profitability (Kazimoto, 2016). 

Employees are indispensable assets to any organization which requires due diligence to maintain. Given the right environment and treatment a genuine engagement sense sets in. The interdependence between the organization and its employees yields mutual benefit. Culturally the organizations need integrate this practice sustainably. As a continuous process of learning, improvements and actions such an engagement process requires to focus on satisfying employees’ expectations (Diogene, 2017). 

Low engagement affected commitment and motivation levels of staff. The low employee engagement levels were produced by job design, ineffective communication, management approach, participation and incentives in the form of recognition(ErajesvariePillay,2018).Employee engagement is directly influenced by growth of the organization, value addition experienced by employees and employee perception of the organization(Patro, 2013). An organizational change appears to be a complex situation that may affect an employee's engagement to various extents (Gruen, 2016). Employee engagement has been perceived as motivational factors towards organization’s objectives achievement. The good environment that is offered to the worker enables him/her to offer the best that the organization needs for its achievement of goals and objectives (Kazimoto, 2016).
An employee’s level of engagement is influenced by her or his perception of how attractive and meaningful a job is. Leaders need to play an active role in making their employees jobs more interesting, challenging and rewarding and provide employees with the platform to identify ways of making their jobs more challenging and productive, thus encouraging employee engagement. Employee engagement does influence organizational performance by improving profits, bottom line, and productivity, employee’s proactive nature of findings ways to improve revenue and improve customer services. On the other hand, when employees are unhappy, not given the opportunity to speak, not recognized their efforts and not encouraged to participate in decision making, they do not exercise their full potential resulting in reduced individual performance and ultimately reduced organizational performance (ErajesvariePillay, 2018).

Employee engagement depends on four major conditions in the workplace such as organization’s culture, continuous reinforcement of people focused policies, meaningful metrics and organizational performance (Patro, 2013). Employee Engagement is depended on six conditions such as Job design, culture, recognition communication, career, development, employee engagement and motivation (ErajesvariePillay, 2018).
2.1.3.15. Effect of Communication on Organizational Performance
The fundamentals of communication: Communication is an action between at least two persons, where messages are delivered, received and reacted to among participants. It proves to be the most significant tools in social life and business management. Communication also plays a crucial role in organizations to generate and interpret messages between employees through both directional (one-way) and bidirectional (two-way) manner. The key to successful implementation of the change lies in effective communication. Effective communication has been seen as a two-way communication that serves several functions such as, information sharing, participation, compliance, and feedback. In order to maximize the productivity of persons involved in change and implement effective change, organizations should consider communication as a key lever in change management process and use it properly (Yazdanifard, 2012).
Employee communication is a key determinant of organization performance. This is based on the fact that it facilitates exchange of information and opinion with the organization and that communication helps in improving operational efficiency thus improving organization performance (Brenda Bery, 2015). Ineffective communication in an organization may result uncertainty, apprehension and dissatisfaction, these results to, poor productivity (Kelvin-Iloafu, 2016).
Any organizations management that is desirous of ensuring the success and efficiency of its workforce should be conscious of implementing effective communication programs to their employees for better performance. To enhancing the realization of organizational goals/performance effective communication process are an integral part of management strategy. Hence not theoretical, but practical participation of staff in matters that, affect their creativity and performance because the objectives of effective communication programs should be clearly stated so that all employee or workforce will be informed, since employees performed better when there are informed or communicated to than those who are not informed (NEBO, 2015).
2.1.3.16. Effect of Readiness for change on Organizational Performance
Because of increasingly dynamic environments, organizations are continually confronted with the need to implement changes in strategy, structure, process and culture. Many factors contribute to the effectiveness with which such organizational changes are implemented. One such factor is readiness for change. Readiness for change is similar to Lewin’s concept of unfreezing is reflected in organizational members’ beliefs, attitudes and intentions regarding the extent to which changes are needed and the organization’s capatown to successfully make those changes. 
Readiness is a state of mind about the need. Readiness for change is not a fixed element of individuals or systems. It may vary due to changing external or internal circumstances, the type of change being introduced, or characteristics potential adaptors and change agents. Thus, interventions to enhance readiness are possible. Change can occur under conditions of low readiness, of course, but behavioral science research indicates that the probability of success is reduced when low readiness leads to low motivation to change or to active resistance (Anjani, 2013). Managing organizational effectively is a main challenge in the change management domain because of massive human engagement. The more employee readiness for organizational change that is perceived, more open and exert better and higher performance (Andrew, 2017).
2.1.3.17. Organizational Performance
An organization’s performance determines its survival in any given economy. Organizational performance is the effectiveness of the organization in fulfilling its purpose. Performances of commercial banks are measured by the growth in number of accounts holders, customer deposits, profitability, and amount of loan and advance and employee productivity. Lately ability to leverage on alternative channels has gained significance in measuring the performance of commercial banks.
[bookmark: _Toc168026364][bookmark: _Toc168027328][bookmark: _Toc168028773]2.3. Empirical Literature Review
Empirical studies in change management have provided valuable insights into real-world applications of theoretical frameworks and models. These studies often examine specific organizational contexts and assess the effectiveness of different change management approaches in achieving desired outcomes. Jones et al. (2020) conducted a literature review on change management in the banking industry, focusing on its impact on organizational performance. They identified key change management practices that positively correlate with enhanced performance in banks, such as proactive leadership, employee engagement, and strategic communication. Smith and Brown (2019) found that banks implementing proactive change management strategies, such as agile methodologies and digital transformation frameworks, experienced improved financial performance indicators, including profitability, cost efficiency, and customer satisfaction. Johnson et al. (2021) found a statistically significant positive association between effective change management practices and various performance metrics, such as operational efficiency, innovation adoption, and risk management capabilities in banks. Al-Haddad and Kotnour's study provides a comprehensive review of organizational change literature and proposes a model for successful change, while Armenakis and Bedeian's review article summarizes major theories and research findings related to organizational change in the 1990s. Akingbola's study investigates the relationship between change management and organizational performance in the Nigerian banking sector, while Ibeh and Kasem's research focuses on change management and its influence on African banks.
The meta-analysis highlights the importance of aligning change management initiatives with strategic goals to drive sustainable improvements in organizational performance within the banking sector. These studies provide empirical evidence on the relationship between change management practices and organizational performance, offering valuable insights into the dynamics of change within commercial banks.

The study by Jones et al. (2020) conducted a comprehensive literature review on change management in the banking industry, focusing on its influence on organizational performance. The researchers synthesized findings from multiple empirical studies to identify key change management practices that positively correlate with enhanced organizational performance in banks. Their review highlighted the significance of proactive leadership, employee engagement, and strategic communication in driving successful change initiatives within banking organizations. 
According to Smith and Brown (2019) explored the relationship between change management approaches and financial performance in banks through a systematic literature review. Their analysis revealed that banks implementing proactive change management strategies, such as agile methodologies and digital transformation frameworks, experienced improved financial performance indicators, including profitability, cost efficiency, and customer satisfaction. The authors emphasized the need for banks to adopt flexible change management frameworks to navigate the dynamic landscape of the financial industry effectively. In addition, a meta-analysis by Johnson et al. (2021) synthesized empirical evidence from diverse studies to assess the overall impact of change management on organizational performance specifically within the context of banking operations. Their findings indicated a statistically significant positive association between effective change management practices and various performance metrics, such as operational efficiency, innovation adoption, and risk management capabilities in banks. The meta-analysis underscored the importance of aligning change management initiatives with strategic goals to drive sustainable improvements in organizational performance within the banking sector.

According to Al-Haddad and Kotnour's study provides a comprehensive review of the organizational change literature and proposes a model for successful change. The study discusses factors contributing to successful change implementation and their impact on organizational performance, offering insights into the role of change management in commercial banks (Al-Haddad, S., & Kotnour, T, 2015). Armenakis and Bedeian's review article summarizes major theories and research findings related to organizational change in the 1990s. It discusses the impact of change management strategies on organizational performance, providing valuable insights into the dynamics of change within commercial banks (Armenakis, A. A., & Bedeian, A. G, 1999). Hayes' book offers a comprehensive overview of change management theory and practice, providing practical insights into managing organizational change. It discusses the impact of change management on organizational performance, with relevance to commercial banks (Hayes J. , 2018).
Armenakis, Harris, and Moss holder’s empirical study explores the concept of readiness for organizational change and its impact on organizational performance. It provides insights into the factors that influence employees' readiness for change and their implications for commercial banks (Armenakis, A. A.et al., 1993) study investigate the relationship between change management and organizational performance specifically in the Nigerian banking sector. The study provides empirical evidence on the impact of change management practices on the performance of commercial banks in an Africa, (Akingbola, 2019).
According to Ibeh and Kasem's research focuses on change management and its influence on the performance of African banks, employing a stakeholder approach. The study offers empirical insights into the effects of change management strategies on organizational performance within the context of African commercial banks (Ibeh, K. I., & Kasem, L. , 2018). Adeyeye and Akinbode's empirical study examine the relationship between organizational change management and the performance of commercial banks in Nigeria. The study provides empirical evidence specific to the Nigerian banking sector, offering insights into the impact of change management on organizational performance. Ojukwu and Emecheta's research investigates the impact of change management on the organizational performance of selected commercial banks in Nigeria. The study provides empirical evidence on the relationship between change management practices and organizational performance within an African banking context. (Ojukwu, K. C. & Emecheta, B. C, 2016). 
Tadesse and Assefa's study explores the relationship between change management strategies and organizational performance in the Ethiopian banking industry. The research provides empirical evidence regarding the impact of change management practices on the performance of commercial banks operating in the Ethiopian context (Tadesse, A. & Assefa, T, 2020).  

(Gebremariam, D., & Alemayehu, M. , 2019) Research investigates the influence of organizational change management on the performance of commercial banks in Ethiopia, employing a quantitative analysis. The study provides empirical insights into the effects of change management strategies on organizational performance within the Ethiopian banking sector.
 Habtemariam and Mekonnen's empirical study examine the relationship between change management practices and the performance of commercial banks in Ethiopia. The research offers empirical evidence specific to the Ethiopian banking industry, providing insights into the impact of change management on organizational performance in an Ethiopia (Habtemariam,Y, & Mekonnen, B, 2018). Woldesenbet and Bekele's research investigates the impact of change management on the organizational performance of commercial banks in Ethiopia. The study provides empirical evidence on the relationship between change management practices and organizational performance within the Ethiopian banking sector (Woldesenbet,F,& Bekele,T, 2017). The empirical literature review on change management in the banking industry provides valuable insights into the relationship between change management and organizational performance. The literature review offers comprehensive analyses of the impact of change management strategies on various aspects of organizational performance within the banking sector. These studies highlight the importance of proactive leadership, employee engagement, strategic communication, agile methodologies, digital transformation frameworks, readiness for change, and aligning change initiatives with strategic goals in driving successful organizational change and improving performance in banks.
2.4. Literature gap
The effect of change management on organizational performance with in the commercial bank operations is limited and calls for further empirical research. This empirical gap presents an opportunity to enhance the understanding of how change management initiatives influence organizational performance in commercial bank operations. 
	Study 
	Focus of study 
	Findings 
	Research  Gap

	Aladwani (2001)
	Change management ERP Implementation
	Effective, change management principles and practices applicable to various organizational contexts, including banking.
	Specific application of this principles to commercial banking operations



	Cameron & Green (2015)
	Link between organizational development and performance.
	Broader principles that can be further investigated in the banking sector.
	Empirical evidence of the impact of change management on organizational performance in commercial banks.

	Fontaine, Haar & Russo (2015)
	The effects of Organizational change on performance in UK central government 
	R/ship between change,
 Management strategies and organizational performance,
 
	
Generalizability of findings to the commercial banking sector

	Hayes. J.J, &Tudor, J.M. (2017)
	Organizational Change Programs
	Nuances challenges and best practices the of change management in commercial banks
 
	Empirical studies Investigating the specific impact of change management initiatives on organizational performance in commercial banking operations 

	Cunha, M. P., Cunha, J. F., & Sarmento,
M. (2019).
	Systematic review of change management literature in the banking sector.
	Need for more research on the specific factors that influence the effectiveness of change management in the banking sector.
	The study found that communication, leadership, and employee engagement are a critical  factor for Successful change management in banks,

	Ofori, G., & Afful-Dadzie, E. (2019). 
	Review of change management literature In African banks.
	Need for more empirical more empirical research on the effectiveness of change management in African banks 
	The study found that there is a lack of research on change management in African  banks

	Ayalew, A., & Assefa, T. (2019).
	Review of change
management
literature in the
Ethiopian banking
sector.
banks.
	Need for more empirical research on the effectiveness  of 
change management in the Ethiopian banking
sector.
	The study found that there is a lack of  research on  change management in the Ethiopian banking
sector.


	Gebregziabher, G., & Weldu, Y. (2020).
	Empirical study of
change management
and organizational
performance in
Ethiopian commercial
banks.
	Lack of longitudinal
studies to assess the
and 
long-term impact of
Ethiopian commercial Change management
initiatives
	The study found that
change management has
a positive impact on
organizational
performance in
commercial banks

	
	
	
	

	Testaye, A., & Tafesse, W. (20211.
	Empirical study of
change management
and organizational
performance in
Ethiopian commercial
banks.
	Lack of studies
examining the
moderating effects of
factors such as
organizational culture
and industry dynamics.
	The study found that
change management has
a significant impact on
organizational
performance in
commercial banks.


[bookmark: _Toc167980441][bookmark: _Toc168028286]Table 1: summary literature gap
[bookmark: _Toc168026365][bookmark: _Toc168027329][bookmark: _Toc168028774]2.4. Conceptual Framework of the study
The conceptual model formulates to show association of change management practice and Organizational performance. The conceptual framework consists of four independent variables: employee engagement, leadership, communication, and readiness for change. The dependent variable is organizational performance. Factors influencing readiness include leadership support, employee engagement, effective communication, past experiences with change, and resources. Engaged employees are more likely to be motivated, committed, and aligned with the organization's goals, enhancing overall performance.  The Conceptual frame work for this study as follows.
           Components of change management	Communication

Organizational Performance


Employee engagement 


Leadership

                                     Readiness for change



[bookmark: _Toc167539920]
[bookmark: _Toc168028255]Figure 1:  conceptual framework
               Source: (Farooq, 2016)	 
[bookmark: _Toc157624288]Dependent Variable; in exploration, variables are any characteristics that can take on different values, similar as height, age, temperature, or test scores. 
Organizational performance is the extent to which an organization achieves its strategic objectives and goals, escaping both financial metrics and non-financial indicators such as customer satisfaction, employee engagement, innovation, and sustainability practices Chen, J., Zhang, Y., & Huang, J. (2021).
Independent Variable; - the variable that and researcher changes or controls so that they can observe the goods on the dependent variable.   
Communication refers to the exchange of information, ideas, thoughts, and feelings between individuals or groups. Effective communication is crucial for the success of any organization as it facilitates collaboration, problem-solving, decision-making, and relationship-building. (Wirtz et al. 2021).
Leadership is the ability of an individual to guide, motivate, and influence others towards a common goal or vision, often involving decision-making, setting direction, and creating an environment where people can contribute to achieving organizational objectives (Northouse, 2018).
Readiness for change refers to an individual or organization's willingness and ability to adapt to new circumstances, technologies, or strategies. Organizations that are more ready for change are better equipped to respond to external challenges and opportunities. (Armenakis & Harris, 2020)
Employee engagement is the level of emotional commitment and engagement an employee has towards their organization's goals and values.
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[bookmark: _Toc157624289][bookmark: _Toc168026367][bookmark: _Toc168027331][bookmark: _Toc168028776]RESEARCH METHODOLOGY

This chapter was present the methodologies to be used for data collection and analysis of the research, and the chapter will further examine the topics including research design, sources of data, population, sampling procedures, description of the variables, model specification, data processing & analysis, and ethical considerations.
3.1. Description of Study Area
Fitche is a town located in central Ethiopia, specifically in the Oromia Region. According to the Fitche town Administration Finance Office, (FTAFO) the total estimated population is more than 161,611, with 77,461 males and 84,150 females. The climate in Fitche is classified as mild and temperate, with significantly more rainfall in the summer than in the winter. According to the central statistics agency (CSA) 2007 census, the majority of residents (94.429%) practice Ethiopian Orthodox Christianity, while 3.619% report being Protestant. The average temperature ranges from 10°C (50°F) to 25°C (77°F), typically in March and April. It is always a good idea to check accurate and up-to-date information before planning any activities or travel. Fitche town is located at ge48N 38°44E and has an elevation between 2,738 and 2,782 meters above sea level.
[bookmark: _Toc157624290][bookmark: _Toc168026368][bookmark: _Toc168027332][bookmark: _Toc168028777]3.2. Research Design
“The study applied an Explanatory research design, which is a type of research that aimed to explain a cause-and-effect relationship between variables. In this design, the study sought to understand the underlying reasons behind the observed phenomena. It went beyond merely describing a situation or relationship by delving deeper into the mechanisms that drove these relationships. Explanatory research often followed exploratory research, which helped identify key variables and relationships that warranted further investigation (Ekaran, U., & Bougie, R., 2016).”
[bookmark: _Toc157624291][bookmark: _Toc168026369][bookmark: _Toc168027333][bookmark: _Toc168028778]3.3. Research Approach
This study was applying quantitative in a systematic and structured manner, aiming to gather information from respondents directly and openly. The results obtained through this approach were easily quantifiable and have a potentially high degree of accuracy.
Gathering and evaluating numerical data is the process of conducting quantitative research. Finding trends and averages, generating hypotheses, examining causality, and extrapolating findings to larger populations are all possible with it.  
[bookmark: _Toc168026370][bookmark: _Toc168027334][bookmark: _Toc168028779]3.4. Data Source 
To achieve its objects, this study was used both primary and secondary data sources. Primary data was collected through questionnaires distributed to workers who are to authentically invest their time in completing the questionnaire. Secondary data was penetrated from the company's work processes, programs, procedures, forms, and other applicable documents, as well as from colorful literature sources in the field. 
[bookmark: _Toc168026371][bookmark: _Toc168027335][bookmark: _Toc168028780]3.5. Method of Data Collection
 In this study, both primary and secondary sources of data were used. The primary source of data includes quantitative nature to be collected through questionnaires. Also, lines, office primers, government documents, and policy papers and other affiliated references were used as secondary data. A set of questionnaires anchored on five- point scales( ranged from explosively disagrees to explosively agree). Primary data were collected first hand by the experimenter on the areas of interest using structural questionnaires. 
[bookmark: _Toc168026372][bookmark: _Toc168027336][bookmark: _Toc168028781]3.6. Population of the study 
Borg and Gall ( 2018) describe the target population as a universal set of study of all members of a real or academic set of people, events, or objects to which an investigator wishes to generalize the result. The target population is the population to which a experimenter wants to generalize the results of the study( Magenta & Magenta, 2017). Thus, for this study, the target population was a aggregate of 189 workers from marketable bank branches in fiche town. Seven banks videlicet, marketable bank of Ethiopia, Oromia Bank, Cooperative Bank of Oromia, Nib International Bank, Siinqee Bank, Awash Bank and Abyssinia Bank branches. .
[bookmark: _Toc168026373][bookmark: _Toc168027337][bookmark: _Toc168028782] 3.7. Sampling and Sample Technique
To select sample of hand from the total population marketable banks in fitche town branches. Intentional/ hypercritical/ arbitrary slice was applied to get a representative number of workers from each branch that's considered since it was making the process none bias and the population has homogenous characteristic. The study actors were signed from a modified enrollment book, which had been acclimated by the top investigator grounded on information from the marketable banks ’ former enrollment records in Fiche Town. . 
3.8. Sample Size determination
 The sample size was determined using Taro Yamane’s statistical formula with 95 confidence positions and 5 errors. From the total population of 189 the sample size from the total population was identify as per this formula.

 
                                                      Where, n=the sample size
N=Total population
                                 e= the sampling error (0.05) which is 95%of
Level of confidence using this formula we can calculate the sample size:



Accordingly, the sample sizes for this study were 128 comprising staffs and managers. However, due to the non-probable sampling technique used the number of questionnaires distributed for128, employees. After the total sample size is determined, the researcher was proceeding to allocate the total number of samples proportionately for each branch of Commercial bank in Fitche town based on their respective total number of employees by using the following formula.
Finally, the number of employees participating from the seven commercial banks in fitche town branch was distributed by using the population proportionate sampling (PPS).

Where, n= Proportion of employees participate in the study, nf= Final sample size obtained using correction formula (128), N=is the total number of employees (189) i.e. N total = Total number of employees in the seven commercial banks in fitche town branch.

	No 
	 Name of bank
	Total population 
(N)
	Sample size (n)

	1
	Commercial Bank of Ethiopia  
	45
	30

	2
	Abyssinia Bank SC
	17
	12

	3
	Siinqee Bank SC
	23
	16

	4
	Cooperative Bank of Oromia SC
	21
	14

	5
	Oromia Bank SC
	24
	16

	6
	Nib International Bank SC
	21
	14

	7
	Awash Bank SC
	38
	26

	Total
	189
	128


[bookmark: _Toc167980442][bookmark: _Toc168028287][bookmark: _Toc157624293]Table 2 : sample size 
[bookmark: _Toc168026374][bookmark: _Toc168027338][bookmark: _Toc168028783]3.9. Methods of Data Analysis
[bookmark: _Toc157624294][bookmark: _Toc168026375][bookmark: _Toc168027339]This study employed quantitative system of data analysis. The collected data was organized in irregular form to dissect the quantitative data. After making the necessary coding, the data was reused using Statistical Packages for Social Science (SPSS- Version 26). Both descriptive and  deducible statistical tools were employed to  dissect the data Descriptive statistical tools  similar as  frequentness,  probabilities, means and standard  diversions and  deducible statistical tools  similar as correlation and retrogression analysis were used to  dissect Quantitative data. In addition, the strength of correlation between the two variables was anatomized by using Pearson Correlation Measure. Pearson “R” Correlation analysis is the most applicable statistical tool to dissect the relationship between two or further variables either interval or rate data. Pearson Correlation measure is also the most suitable measure of correlation and labors presented in the form of tables, and graphs.
[bookmark: _Toc168028784]3.10. Model Specifications
Multiple linear regressions are a statistical model used to find the relationship between multiple independent variables and a dependent variable. It is an extension of simple linear regression, which only considers one independent variable. In multiple linear regressions, the goal is to estimate the coefficients of the independent variables that best predict the dependent variable. Tranmer, M., etal (2020)
The equation for multiple linear regressions is:Y = β0 + β1X1 + β2X2 + β3X3 +β4X4+ e



Where:
Y = Organizational performance
X1=Communication
X2=Change Employee engagement  
X3=Readiness for change 
X4= Leadership 
β0 = is the intercept term.
e= is the error term
 β1, β2, β3, β4…, βn, are the coefficients of the independent variables X1, X2, X3, X4 ..., Xn. 
These coefficients represent the change in the dependent variable for a one-unit change in the corresponding independent variable, holding all other variables constant. e=is the error term, which represents the random variation in the dependent variable that is not explained by the independent variables and the study used the assumption of Multiple linear regressions like, normality, multi collinearity, Homoscedastity and independent of residuals.
[bookmark: _Toc168026376][bookmark: _Toc168027340][bookmark: _Toc168028785]3.11. Validity and Reliability Testing
The level of reliability of the instrument is measured by the consistency of the variables and it checks the Cronbach's alpha statistic. Cronbach's alpha is an index of reliability related to the variability caused by the actual score of the "underlying construct" (Nunnaly, 1978). Cronbach's alphas can only be measured for variables that have more than one measurement question. Nunnaly (1978) suggested that 0.5 is a sufficient value; while 0.7 is more acceptable Cranach's alpha.  Validity refers to the consistency and stability of the result when other researchers repeated the study using the same method and variables. Measurement reliability refers to the extent to which measurement technology can be trusted to provide consistent results over repeated use. Jonathan Weiner (2007). Thus, internal consistency was measured using the Cronbach Alpha test with SPSS.
The below table 3. Show that the reliability and of variables (readiness for change, communication, leadership, employee engagement and organizational performance). The data presented in Table 3 above indicates that all instruments have an acceptable level of reliability. The internal consistency reliability of the leadership scale was 0.712, the internal consistency reliability of the communication scale was 0.887, the employee engagement scale was 0.875, and the organizational performance and readiness for change scales were, respectively, 0.815 and 0.781.
	Constructs
	Cranach’s Alpha
	No, of Items

	Role of leadership 
	.712
	5

	Communication
	.887
	6

	Employee engagement 
	.875
	6

	Readiness for change 
	.815
	6

	Organizational performance 
	.781
	5

	Total
	 0.814
	28


[bookmark: _Toc167980443][bookmark: _Toc168028288]Table 3:  Cronbach's Alpha
Source; SPSS output 2024
[bookmark: _Toc168026377][bookmark: _Toc168027341][bookmark: _Toc168028786]3.12. Ethical consideration
The data to be collected from customers is solely for academic purposes and specifically for the consumption of this research. It will not be provided to anyone intending to use it beyond this study. The researcher will clarify questions only when requested and will not influence the responses of any customers. This approach ensures the research maintains its validity throughout its conclusion.












[bookmark: _Toc157624295][bookmark: _Toc168026378][bookmark: _Toc168027342][bookmark: _Toc168028787] CHAPTER FOUR
[bookmark: _Toc168026379][bookmark: _Toc168027343][bookmark: _Toc168028788]RESULT AND DISCUSION
[bookmark: _Toc168026380][bookmark: _Toc168027344][bookmark: _Toc168028789]4.1. INTRUDUCTION
This study sought to study the effect of change management on organizational performance evidence from commercial banks operating in Fitche Town. Hence, the study followed by quantitative research design as its plan of action. A total of 128 questionnaires were distributed to the selected commercial banks, according to their percentage contribution to their employees and managers. From the 128 questionnaire the researcher managed 120 questioners which were more than 93.75% of the response rate, which increased the quality of the study and remain uncollected 8 questionnaires which mean 6.25%. Pertinent to the methodology, descriptive statistic for analyzing the demographic data and correlation as well as multiple regressions for analyzing the basic constructs of change management dimensions such as, Leadership, Communication, Employee Engagement, and Readiness for change against the dependent variable of organizational performance was used.
 
The data collected from employees of the selected commercial Banks (Respondents), was first loaded into SPSS version 26, so that the required output of frequency distribution for demographic data, correlation and multiple regression for the basic questions of change management components and the dependent variable organizational performance was obtained. In analyzing, correlation and multiple regressions, between the response variable and the predictor variables, the average of the response obtained from the respondents was taken into consideration. Data collected using a five-point Likert scale was measured at an ordinal level and it is usually non parametric in nature. (1, strongly disagree,2 disagree,3 neutral, 4 agree,5 strongly agree)
[bookmark: _Toc168026381][bookmark: _Toc168027345][bookmark: _Toc168028790]4.2. Respondents Profile
The study garnered demographic information of the respondents, comprising gender, age, year of service in the Bank, job position, educational level and monthly income, with the presumption of describing the demographic characteristics of the respondents is essential for the entire endeavor of the study.
[bookmark: _Toc168026382][bookmark: _Toc168027346][bookmark: _Toc168028791]4.2.1. Respondents Gender
Gender composition of the respondents indicates large proportions seventy nine percent (79.2 %) of the respondents are male. while, Female counterparts constituted the remaining twenty-one-point eight (21.8%) percent of the   respondents as shown in the below table.
	Gender

	
	Frequency
	Percent
	Cumulative Percent

	Valid
	Male
	95
	79.2
	79.2

	
	Female
	25
	20.8
	100.0

	
	Total
	120
	100.0
	


[bookmark: _Toc167540008][bookmark: _Toc167777839][bookmark: _Toc166048773][bookmark: _Toc166880960][bookmark: _Toc166941103][bookmark: _Toc167149572][bookmark: _Toc167539670][bookmark: _Toc167980444][bookmark: _Toc168026383][bookmark: _Toc168027347][bookmark: _Toc168028026][bookmark: _Toc168028289][bookmark: _Toc168028792]Table 4 : Respondents gender
SPSS Output 2024
[bookmark: _Toc168026384][bookmark: _Toc168027348][bookmark: _Toc168028793]4.2.2. Respondents Age
The study also gathered information about the respondent’s age. Following this from the 120 respondents 19 % were aged from 20-30 years, 51% were aged from 31-40 years, 22 % were aged from 41-50 years and 8% were above 55 years. These results indicated that more than 51% respondents are at the age of 31-40 years, it implied that majority of the respondents are at the age of productivity as shown on next figure.

[bookmark: _Toc167539921][bookmark: _Toc168028256]Figure 2:  respondents of age 
Source; Own Survey 2024 
[bookmark: _Toc168026385][bookmark: _Toc168027349][bookmark: _Toc168028794]4.2.3. Respondents Year of Service in the Banks
The below table 5 show that 35% of the respondents have served with their organization for 6-10 years, 19.2% had been with their respective organization for less than 5 years, 27.5% have served with their organization for 11-15 years, 16.7% have served with their organization for 16-20 years and while one point seven percent have served for above 20 years. These results indicate that above seventy four percent (74%) of the respondents had experience with their organizations and thus best positioned as respondents.
	      Work experience
	Frequency
	Percent

	Valid
	less than5
	23
	19.2

	
	6-10
	42
	35.0

	
	11-15
	33
	27.5

	
	16-20
	20
	16.7

	
	above 20
	2
	1.7

	
	Total
	120
	100.0


[bookmark: _Toc167980445][bookmark: _Toc168028290]Table 5 : Work experience
Source; SPSS Output 2024
[bookmark: _Toc168026386][bookmark: _Toc168027350][bookmark: _Toc168028795]4.2.4. Respondents Job Position
The result showed that 11.7% (percent) of the respondents held various managerial positions in their organizations and eighty-eight-point three percent did not or non-managerial. 

[bookmark: _Toc167539922][bookmark: _Toc168028257]Figure 3:.Respondents Job Position
Source; own survey 2024
[bookmark: _Toc168026387][bookmark: _Toc168027351][bookmark: _Toc168028796]4.2.5. Respondents Educational Level
Table 6 shows that 25.0% of the respondents had done their Master’s degree studies, 70.8% had finished their Bachelor Degree study and also 4.2% had finished their college studies. These results showed that more than 100% of the respondents were able to understand the questions asked and thus could answer them well.
	Educational back ground

	
	Frequency
	Percent

	Valid
	Diploma
	5
	4.2

	
	Bachelor Degree
	85
	70.8

	
	Master’s degree
	30
	25.0

	
	Total
	120
	                                    100.0


[bookmark: _Toc167980446][bookmark: _Toc168028291]Table 6: Respondents Educational Level
Source; SPSS Output 2024
[bookmark: _Toc168026388][bookmark: _Toc168027352][bookmark: _Toc168028797]4.2.6. Respondents Monthly Income
Table 7; indicated that 10.8% of the respondents had got monthly income of 10,000.00-20,000.00 birr  per month, 78.3% had got monthly income of Br. 20,001.00-30,000.00 per month, five present (5 %) had got monthly income of below  Br.10, 000.00 per month and while 5.8 % of them had got monthly income of Br. above 30, 00.00 per month.
	Monthly Income
	Frequency
	Percent

	
	Below 10000.00
	6
	5.0

	
	10,001-20,000.00
	13
	10.8

	
	20, 001-30,000.00
	94
	78.3

	
	30, 001.00 and above
	7
	5.8

	
	Total
	120
	100.0


[bookmark: _Toc167980447][bookmark: _Toc168028292]Table 7: Respondents Monthly Income
Source; SPSS Output 2024
[bookmark: _Toc165188876][bookmark: _Toc168026389][bookmark: _Toc168027353][bookmark: _Toc168028798]4.3. Descriptive Statistics Results and Their Implications
[bookmark: _Toc154505352]In parts of descriptive we compare and contrast independent variable (Leadership, communication, employee engagement, and readiness) and Dependent Variable (Organizational Performance).  In order to interpret mean values, the researcher has used the following criteria 1-1.75strongly disagrees, 1.76-2.50 disagree, and 2.51-3.25 agree 3.26-4 strongly agreed. Avolio & Bass, (2004),and Miles & Huberman, (1994)
	Descriptive Statistics

	
	N
	Minimum
	Maximum
	Sum
	Mean
	Std. Deviation

	 Leadership 
	120
	1.00
	5.00
	461.60
	3.8467
	.76641

	Communication 
	120
	1.00
	5.00
	334.50
	2.7875
	1.03238

	Employee Engagement 
	120
	1.00
	5.00
	343.83
	2.8653
	1.06911

	Readiness for Change 
	120
	1.00
	5.00
	360.33
	3.0028
	.92607

	Organizational Performance
	120
	1.00
	5.00
	432.00
	3.6000
	.97256

	Valid N (listwise)
	120
	
	
	
	
	


[bookmark: _Toc167980448][bookmark: _Toc168028293][bookmark: _Toc165188877]Table 8: Descriptive Statistics
Source; SPSS Output 2024
Table 8, above, indicated that leadership has a mean distribution of 3.8467 and a standard deviation 0.76641And the second component role of Readiness for Change in managing change with mean distribution of 3.0028  and with standard deviation equivalent .92607 and the third component Employee Engagement in Managing Change e a mean distribution of 2.8653 and a standard deviation of. 1.06911 fourth Communication in Managing Change has mean distribution of 2.7875  and a standard deviation. 1.03238, final Organizational Performance has a mean distribution of 3.6000 and a standard deviation. .97256.This data indicated respondents have argued that the all managers of the organizations use effective leadership in managing change, readiness for change, employee engagement and effective communication, in managing change in their organization respectively. From this point respondents assumed that the manager practice leadership with the effects of change management on organizational performance evidence from commercial banks operating in fiche town.
[bookmark: _Toc168026390][bookmark: _Toc168027354][bookmark: _Toc168028799]4.3.1. Inferential statistics
The study aimed to explore the effect of change management on organizational performance evidence from commercial banks operating in fitche town. This research has used different analysis techniques to investigation of investigate these variables to know their effects on organizational performance with the study area. Correlation test was used to examine the relationship between dependent and independent variables.  In the table below 
[bookmark: _Toc168026391][bookmark: _Toc168027355][bookmark: _Toc168028800]4.3.2. Correlation Analysis
Pearson correlation test was conducted to check the magnitude of correlation between the dependent variable, organizational performance and the various independent variables of change management such as, Leadership, Communication, Employee Engagement and Readiness for change. The researcher also used the same test to prove or disprove the effect of independent variables on dependent variable.
	
	 Leadership 
	Communication 
	Employee Engagement 
	Readiness for Change 
	Organizational Performance

	 Leadership 
	Pearson Correlation
	1
	.372**
	.417**
	.450**
	.763**

	
	Sig. (2-tailed)
	
	.000
	.000
	.000
	.000

	
	N
	120
	120
	120
	120
	120

	Communication 
	Pearson Correlation
	.372**
	1
	.481**
	.575**
	.566**

	
	Sig. (2-tailed)
	.000
	
	.000
	.000
	.000

	
	N
	120
	120
	120
	120
	120

	Employee Engagement 
	Pearson Correlation
	.417**
	.481**
	1
	.665**
	.561**

	
	Sig. (2-tailed)
	.000
	.000
	
	.000
	.000

	
	N
	120
	120
	120
	120
	120

	Readiness for Change 
	Pearson Correlation
	.450**
	.575**
	.665**
	1
	.697**

	
	Sig. (2-tailed)
	.000
	.000
	.000
	
	.000

	
	N
	120
	120
	120
	120
	120

	Organizational Performance
	Pearson Correlation
	.763**
	.566**
	.561**
	.697**
	1

	
	Sig. (2-tailed)
	.000
	.000
	.000
	.000
	

	
	N
	120
	120
	120
	120
	120

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


[bookmark: _Toc167980449][bookmark: _Toc168028294]Table 9: Correlations of variables
Source: SPSS output 2024      
The table above (table 9) presents the correlation coefficients and significance levels between different components of change management (Leadership, Communication, Employee Engagement and Readiness for Change) and organizational performance within the studied context. 
The result of Pearson correlation test between Organizational performance and leadership showed that, there is a statistically significant positive relationship between the two variables at the level of (R=0.763), (P<0.01) this magnitude of relationship as a very strong one. Compared to other relationship considered in this study, employee engagement is ranked first in its magnitude of correlation. This finding is consistent with the finding of, Yohanis Bali Dereso &Shashi Kant (2023) Tayari, A. & Mutinda, B. (2019) and Kahunyo, M., & Waithaka, P. (2019).
The result of Pearson correlation test between Organizational performance and readiness for change showed that, there is a statistically significant positive relationship between the two variables at the level of (R=0.697), (P<0.01) this magnitude of relationship as very strong one. Compared to other relationship considered in this study, readiness for change is ranked second in its magnitude of correlation. This finding is similar with findings of Jones and Carter (2018)
The result of Pearson correlation test between Organizational performance and communication showed that, there is a statistically significant positive relationship between the two variables at the level of (R=0.566), (P<0.01), this magnitude of relationship as a very strong one. Compared to other relationship variables considered in this study, communication is ranked third in its magnitude of correlation. The finding is related positive correlation with the finding of Wachira, L. and Anyieni, A. (2015), Njenga (2016), Karanja (2015), and Kahunyo, M., & Waithaka, P. (2019). 
The result of Pearson correlation test between employee engagement and Organizational performance  showed that there is a positive relationship between the two variables at the significance level of (R=0.561), (P<0.01) and the measure of association, the magnitudes of relationship between the two variables are moderate degree. Compared to other relationship considered in this study, employee engagement is ranked last in its magnitude of correlation. The finding is related positive correlation with the finding of Patel and Gupta (2018) and Ncube and Soweto (2020),  
 Notably, the strongest relationship is observed between leadership and Organizational performance. 
The correlation coefficient is very high at 0.763**, and the correlation is highly statistically significant (p < 0.01). 
In summary, Employee Engagement, Communication, Readiness for Change and especially leadership exhibit significant positive correlations with organizational performance. This implies that, Employee Engagement, Communication, Readiness for Change and especially leadership approaches may effectively influence and enhance organizational performance in the context under investigation.
[bookmark: _Toc168026392][bookmark: _Toc168027356][bookmark: _Toc168028801]10.4.1. Multiple Linear Regression Assumption Tests. 
10.4.1.1 Autocorrelation and Model Fitness Tests
Depend on the number of variables, one can run either simple linear regression with one dependent or one independent variable or otherwise, run multiple regression to see the linear relationship between one dependent and two or more independent variables.  As per (James and Geoffrey, 1950) The Durbin-Watson statistic will permanently have a value between 0 and 4. NO correlation is expected between dependent and independent variable if value of Durbin-Watson becomes 2 Values from 0 to less than 2 shows positive autocorrelation between dependent and independent variable and if values and when the value of Page 45 Durbin-Watson ranging from 2 to 4 designate negative autocorrelation between dependent and independent variable. The rule of thumb indicates that a “good fit” model is predicted by a minimum of 60 percent variance in dependent variable making the model for the research a good fit with a value of Adjusted R Square > 60 and Durbin-Watson test for auto correlation of the residual from the regression analysis is acceptable within the range of 1.5-2.5.
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Durbin-Watson

	1
	.869
	.755
	.746
	.48985
	1.733


[bookmark: _Toc167980450][bookmark: _Toc168028295] Table 10: model summery 
Source: SPSS output 2024      
The Model Summary furnishes a comprehensive evaluation of the regression model's performance in predicting Organizational performance based on a combination of Readiness for Change, communication, Leadership and Employee Engagement. In the above table, R is multiple correlation coefficients between predictors and outcomes with a value of 0.869. “R” is a correlation between observed values of y, the value of y predicted by multiple regression models. There for the large values of the multiple R represent a large correlation between the predicted and observed value of outcomes. With a coefficient of determination (R2) standing at 0.755, the model effectively accounts for approximately 75.5 % of the variance of Organizational performance. 
The adjusted R squared value, slightly lower at 0. 746, adjusts for the number of predictors in the model, maintaining a strong overall fit despite its conservatism. The standard error of the estimate, measured at 0.48985 signifies the average discrepancy between observed and predicted values of Organizational performance, with lower values indicating a closer alignment between predictions and actual data. Additionally, the Durbin-Watson statistic, registering at 1.733, indicates negligible autocorrelation in the residuals, affirming the model's independence from systematic patterns of error. Overall, these findings collectively underscore the reliability and validity of the regression model, providing robust insights into the influential the effects of change management on organizational performance evidence from commercial banks operating in Fitche Town.
10.4.1.2. Multicollinearity Test
This assumption is the classical linear regression model is that the independent variables, Xi, are linearly independent of each other. If this assumption is not satisfied and the independent variables are thus multi-co linearity, the result is that the individual regression Coefficients for each variable are not identifiable. Because multicollinearity makes the regression coefficients quite unidentifiable, it is important, if the aim is to estimate the regression equation, to reduce it as much as possible. Pair-wise correlation among the independent variables and the value of tolerance and variance inflation factor, (VIF) is considered to check multi-co linearity. Accordingly, the following result was obtained from this study.
	Model
	Collinearity Statistics

	
	Tolerance
	VIF

	1
	Readiness for Change 
	.459
	2.181

	
	 Role of Leadership 
	.766
	1.306

	
	Communication 
	.641
	1.560

	
	Employee Engagement 
	.545
	1.834

	a. Dependent Variable: Organizational Performance


[bookmark: _Toc167980451][bookmark: _Toc168028296]Table 11: Tolerance and VIF
Source; Own survey 2024
The Co linearity Statistics table 11 helps us gauge if there's too much overlap between the predictor variables in our regression model, which could pose problems for our analysis. Tolerance, first off, gives us insight into how much of a predictor's variation isn't accounted for by the other predictors in our model. Higher tolerance values, closer to 1, suggest less overlap between predictors. Looking at Own survey table, we see that the Role of Leadership in Managing Change has a tolerance of 0. 766**, indicating that 76.6% of its variation isn't explained by the other predictors. Similarly, Role of Communication in Managing Change has a tolerance of 0.641; implying 64.1 % of its variation is independent. Meanwhile, has Employee Engagement in Managing Change a tolerance of .545, meaning 54.5 % of its variation stands on its own, and Readiness for Change in Managing Change has a tolerance of 0.459, indicating 45.9 % independence.
On the other hand, the Variance Inflation Factor (VIF) serves as another measure to assess overlap between predictors. Lower VIF values, closer to 1, suggest less concern about overlap. In our table, we observe that Role of Leadership in Managing Change has a VIF of 1.306, while Role of Communication in Managing Change has a VIF of 1.560. Additionally, Readiness for Change in Managing Change has a VIF of 2.181, and Employee Engagement in Managing Change has a VIF of 1.834.
Taken together, the Tolerance and VIF values provide reassurance that there is a significant issue with overlap among our predictor variables. They appear relatively independent of one another, which is advantageous for our regression model. This independence suggests that i can confidently include these predictors without worrying excessively about them causing problems due to overlap or multicollinearity.
10.4.1.3: Linearity Test
Linearity means the relationship between dependent and independent variables is to be linear. This relationship characterized by a straight line. Linearity allowed the researcher to predict the dependent variable based on one or more several independent variables. The assumption was checked through a scatter plot by looking at whether the two variables approximately form a straight line. As presented figure 4 there was linear relationship between dependent and each of independent variables in the study area.
[image: ]

[bookmark: _Toc167539923][bookmark: _Toc168028258]Figure 4: Linearity test 
  Source: Own survey, 2024
10. 4.1.4: Normality Test 
Most statistical analysis works on the assumption and requirement of normality (Kline, 2016). Pallant (2011) explained normal distribution as it describes a symmetrical bell-shaped curve that portrays the greatest frequency of scores in the middle, with smaller frequencies towards the extremes.
[bookmark: _Toc168028259][bookmark: _Toc166880974][bookmark: _Toc167149778][bookmark: _Toc167539681][bookmark: _Toc167539924][bookmark: _Toc166048787][bookmark: _Toc167540019][bookmark: _Toc167149586][bookmark: _Toc166941117][bookmark: _Toc165356425][bookmark: _Toc165356833][bookmark: _Toc165356957][bookmark: _Toc165356956][bookmark: _Toc165356424][bookmark: _Toc165356832][bookmark: _Toc167149779][bookmark: _Toc166048788][bookmark: _Toc166880975][bookmark: _Toc167539682][bookmark: _Toc167149587][bookmark: _Toc167540020][bookmark: _Toc166941118][image: ]Figure 5 : Normality test
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10. 4.1.5. Homoscedastitown Test 
This is the assumption that the variation in the residuals (or amount of error in the model) is similar at each point across the model. In other words, the spread of the residuals should be fairly constant at each point of the predictor variables (or across the linear model). It can be getting an idea of this by looking at our original scatter plot but to properly test this, we need to ask SPSS to produce a special scatter plot for us that includes the whole model (and not just the individual predictors). To test this assumption, we need to plot the standardized values our model would predict, against the standardized residuals obtained. As shown in figure 6 the spread of the residuals was fairly constant at each point of the predictor variables or our plot of standardized residuals vs. standardized predicted values showed no obvious signs of funneling, suggesting the assumption of homoscedastitown has been met.
[image: ]
[bookmark: _Toc167539925][bookmark: _Toc168028260]Figure 6: Homoscedastitown test
Source: Own survey, 2024
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	Model
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	84.965
	4
	21.241
	88.522
	.000b

	
	Residual
	27.595
	115
	.240
	
	

	
	Total
	112.560
	119
	
	
	


[bookmark: _Toc167777850][bookmark: _Toc167980452][bookmark: _Toc168026394][bookmark: _Toc168027358][bookmark: _Toc168028037][bookmark: _Toc168028297][bookmark: _Toc168028803]Table 12: Shows the ANOVA of the regression result
Source: Own survey, 2024
The ANOVA table 12 is like a roadmap for understanding how effective our model is at predicting Organizational performance using different component of change management. Each section of the table provides valuable insights into the performance of our regression model: Firstly, the Regression Sum of Squares (SS) quantifies how much of the variation in Organizational performance our model can explain by considering different components of change management. With an SS of 82.969, a larger SS means that our model can account for more of the differences in performance, suggesting that the included change management is meaningful predictors. Next, the Degrees of Freedom (df) give us an idea of how many different components of change management. are included in our model and how many data points are left after taking these components into account. With 4 degrees of freedom for the regression and 27.595 for the residual, this helps us understand the complexity of our model and the amount of data it's based on.  Moving on to the Mean Square (MS), it provides an average measure of how much each change management contributes to predicting Organizational performance. With a regression MS of 21.241 and a residual MS of 0.240, this helps us identify which components of change management have a bigger effect on organizational performance within our model, guiding us in focusing on the most influential factors.
[bookmark: _Hlk166848161]The F-Statistic serves as a comprehensive evaluation of our model's performance, quantifying the extent to which our model effectively predicts Organizational performance. With an F-value of 88.522, a higher F-value suggests that our model performs better overall, providing more reliable predictions. Finally, the Significance (Sig.) value, often denoted by a p-value, offers insight into the reliability of our model's predictions. With a Sig. value of 0.000, this indicates that our model's predictions are less likely to be due to chance alone, bolstering our confidence in its predictive accuracy. In essence, the ANOVA table furnishes quantitative measures that allow us to comprehensively assess and understand the effectiveness of our model in predicting organizational performance using different components of change management. These measurements aid in identifying influential factors, evaluating overall model performance, and gauging the reliability of our predictions, facilitating informed. The above table shows whether the test carried out was statistically significant for the regression model used in the study using ANOVA and degree of variability. Since the sig = .000 which is less than 0.05, the model is good fit of the data tested i.e. the independent variables (leadership, communication, employee engagement, readiness for change) statistically significant to predict the dependent variable (organizational performance) at Commercial Banks of in fitche town and The F calculated at 5% level of significance is 88.522 this shows that the overall model is significant.
	Model
	Unstandardized Coefficients
	Standardized Coefficients
	T
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	-.600
	.236
	
	-2.544
	.012

	
	Readiness for Change 
	.360
	.072
	.343
	5.027
	.000

	
	 Leadership 
	.681
	.067
	.537
	10.173
	.000

	
	Communication 
	.142
	.054
	.151
	2.621
	.010

	
	Employee Engagement 
	.035
	.057
	.039
	.617
	.539


[bookmark: _Toc167980453][bookmark: _Toc168028298]Table 13: Shows the Beta coefficient of regression result
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Table 13: above presents regression coefficient result.  According to Dhakal (2018) unstandardized coefficients indicate how much the dependent variable varies with an independent variable when all other independent variables are held constant. 
i. Unstandardized Beta Coefficients
The regression coefficient provides the expected change in the dependent variable for a one-unit increase in the independent variable. In order to measure the contribution of each independent variable on the dependent variable the study considers the following model specification by using unstandardized coefficient values.  
Y' = -0.600 + 0.681X1+ 0.360X2+ 0.142X3+ 0.035X4+ 0.05
 For every one-unit increment in readiness for change, organizational performance increases by 36% for every one-unit increment in leadership, organizational performance increases by 68.1%. For every one-unit increment in communication, organizational performance increases by 14.2%. For every one-unit increment in employee engagement, organizational performance increases by 3.5%.
ii. Standardized Beta Coefficients
Standardized Beta Coefficients of Leadership has the most significant effect on Organizational performance, accounting for 53.7% of the beta coefficient. Readiness for change contributes 34.3% of the beta coefficient. Communication contributes 15.1% of the beta coefficient and a p-value greater than the alpha value, making it statistically insignificant. But Employee Engagement contributes the least, with a beta coefficient of 3.9% and a p-value less than the alpha value, making it statistically insignificant.
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[bookmark: _Toc168026397][bookmark: _Toc168027361][bookmark: _Toc168028806]CONCLUSIONS AND RECOMMENDATIONS
[bookmark: _Toc168026398][bookmark: _Toc168027362][bookmark: _Toc168028807] Introduction	
This section provides the summary of findings, conclusions and recommendations from chapter four of the study. It further provides a recommendation on areas for further studies.  The contribution of this research can make to give the direction for the future researchers. 
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The analysis of data collected from respondents in commercial banks operating in Fiche town provided valuable insights into the relationship between various components of change management and organizational performance. The study focused on four key factors: leadership, communication, readiness for change, and employee engagement. The general objective of the study is to assess the effect of” the effects of Change Management on Organizational Performance: Evidence from Commercial Banks Operating in Fitche Town”. 
· The specific objectives of the study were to analyze the effect of communication on organizational performance, to evaluate the effect of employee engagement on organizational performance, to evaluate the effects of readiness for change on organizational performance, to determine the effect of leadership on organizational performance.
· The result of the descriptive statistics indicated that Leadership in Managing Change has the highest mean score of 3.8467 and SD= 0.76641 which is the highest mean among the components of change management. The second one is Readiness for Change in Managing Change has 3.0028 and SD=0.92607 score which means it’s less than the first components of change management.  The third one is Employee Engagement has 2.8653 mean and SD=1.06911 score which means it’s less than the second components of change management and the last one Role of Communication in Managing Change has 2.7875 mean and  SD=1.03238 it is the lower score from the others.
· Pearson correlation test between the dependent variable organizational performance and the predictor variable leadership showed, positively and significantly related to at (R=0.763), (p=0.000).
· Pearson correlation test between the dependent variable organizational performance and the predictor variable readiness for change showed, positively and significantly related at (R=0.697), (p=0.000).
· Pearson correlation test between the dependent variable organizational performance and the predictor variable communication showed, positively and significantly related at (R=0.566), (p=0.000)
· Pearson correlation test between the dependent variable organizational performance and the predictor variable employee engagement showed, is positively and significantly related at (R=0.561), (p=0.000)
· The Model Summary provided further insights into the combined effects of leadership, communication, readiness for change, and employee engagement on organizational performance. The multiple correlation coefficients (R) of 0.869 indicated a strong relationship between the predictors and outcomes, while the coefficient of determination (R-squared) of 0.755 suggested that the model accounted for approximately 75.5% of the variance in organizational performance. For every one-unit increment in readiness for change, organizational performance increases by 36% for every one-unit increment in leadership, organizational performance increases by 68.1%. For every one-unit increment in communication, organizational performance increases by 14.2%. For every one-unit increment in employee engagement, organizational performance increases by 3.5%.
Overall, the study findings underscore the critical role of leadership, communication, readiness for change, and employee engagement in shaping organizational performance in commercial banks in Fiche town. By prioritizing these factors and implementing effective change management strategies, organizations can enhance their competitiveness, agility, and sustainability in today's dynamic business environment. Strong leadership practices, clear communication channels, a culture of readiness for change, and high levels of employee engagement are key drivers of success that can propel organizations towards achieving their goals and objectives.
[bookmark: _Toc137881733][bookmark: _Toc145814849][bookmark: _Toc152437934][bookmark: _Toc168026400][bookmark: _Toc168027364][bookmark: _Toc168028809]5.2. Conclusion
This study has pointed out the effect of change management on organizational performance, Evidence from commercial banks operating in fitche town. The findings of this study suggest that all four components change management (communication, employee engagement, readiness for change, and leadership) are important for driving organizational performance. However, leadership emerged as the most significant factor, followed by communication, readiness for change, and employee engagement. Organizations that prioritize these four areas are more likely to create a positive and productive work environment, which can lead to improved organizational performance.

· Organizations should prioritize the development of strong leadership. Effective leaders can create a positive work environment, motivate employees, and inspire them to perform at their best.
· Organizations should invest in improving communication within the organization. Clear and effective communication can help to ensure that employees are informed about important changes and decisions, and that they understand their roles and responsibilities.
· Organizations should invest in employee engagement. Engaged employees are more likely to be productive, creative, and innovative.
· Organizations should prepare employees for change. Change is a constant in today's business environment, and organizations need to ensure that their employees are prepared to adapt to change.
By focusing on these four areas, organizations can create a more positive and productive work environment, which can lead to improved organizational performance.
[bookmark: _Toc168026401][bookmark: _Toc168027365][bookmark: _Toc168028810]5.3. Recommendation
Based on the analysis conducted, several recommendations can be made to effectively manage change and enhance organizational performance in commercial banks in Fiche town. These recommendations focus on improving leadership, communication, employee engagement, and readiness for change within the organization.
Recommendations for Policy Makers
· Encourage policy makers to invest in leadership development programs that focus on change management skills. These skills include communication vision setting and empowerment. Provide support for mentorship. Coaching programs help leaders. They navigate complex change initiatives. Advocate for inclusion of change management skills in leadership competency frameworks and performance evaluations.
· Advocate for assessments of organizational readiness for change. Conduct these evaluations as part of strategic planning processes. Support the development of tools and frameworks. Measure readiness. Identify areas requiring attention before implementing major changes. Encourage organizations to allocate resources for readiness assessment. Invest in improvement activities.
· - Conduct regular assessments of the organization's readiness for change. Address gaps through targeted interventions. This could include training. Resource allocation may also be crucial. Cultural transformation efforts can support these initiatives. Foster a culture that values adaptability. Encourage continuous learning as this enhances organizational readiness. Establish clear criteria for evaluating organizational readiness. Integrate these criteria into change planning processes.
· Advocate for investments in communication training programs for employees at all levels of the organization. Ensure that all employees receive necessary training. This will help improve overall communication. Support the use of diverse communication channels. Change messages should be effectively disseminated. They should be understood through multiple platforms. These might include email instant messaging and video conferencing. Each channel has unique benefits. Encourage the development of communication guidelines. Best practices tailored to change management contexts are essential. These guidelines should be detailed and clear. Best practices ensure everyone follows same protocols. This consistency will aid in smoother transitions.
· Prioritize investments in employee engagement initiatives such as recognition programs and career development opportunities. Involve employees in decision-making processes. Doing so will boost commitment. Support organizations in creating positive environments. These efforts foster employee motivation. This is especially important during times of change. Advocate for inclusion of employee engagement metrics. These should be part of performance evaluations.
For Management of Organizations:
· Foster a culture of leadership development within the organization. Offer training. Provide resources to enhance leaders' change management capabilities. Encourage leaders to actively communicate the vision for change. Involve employees in decision-making and provide support during transitions. Implement mechanisms to identify and recognize effective change leadership behaviors within organization.
· Effective communication is essential for managing change successfully Implement regular communication strategies. Keep employees informed about the reasons for change. These include progress updates. opportunities for feedback.  Encourage open dialogue. Focus on transparency to build trust. Reduce resistance to change. Establish mechanisms for gathering feedback assess the effectiveness of change communication efforts. Make necessary adjustments.
· Employee engagement is a key factor in successful change management. Engaged employees are more likely to understand the need for change. They support it. They actively participate and contribute to the process. High engagement leads to smoother transitions. It results in better outcomes. Therefore, fostering engagement through effective communication is crucial for success. Actively involve employees in change planning. Implement processes. Seek their input and feedback. Provide opportunities for skill development. Empower employees to enhance engagement and ownership of the change process. Establish feedback mechanisms to gauge employee satisfaction. Monitor engagement levels. This is crucial during periods of change.
For Future Researchers:
Conduct in-depth studies on specific leadership behaviors and traits that contribute to successful change management. Explore the impact of different leadership styles. Examine the effects. Investigate the effectiveness of various leadership development interventions. Determine how these interventions drive successful change initiatives. 
Interactive features. By leveraging these tools organizations can create an inclusive environment. This ensures all employees are informed and involved in the change process. Investigate the effect of different communication methods. Face-to-face digital written communications each play distinct roles. They affect employee buy-in and understanding of organizational change. Face-to-face interactions often foster immediate feedback. They enable nuanced discussions. This enhances employee understanding. Digital methods, on the other hand offer quick dissemination of information but risk misinterpretation. Written communication serves as permanent records employees can refer back to. They lack the immediacy and personal touch crucial for effective change management.
Explore how cultural and linguistic diversity within organizations shapes the effectiveness of change communication strategies. Different cultural backgrounds can lead to varied interpretations of messages necessitating tailored communication approaches to ensure comprehensibility. Linguistic diversity introduces challenges. These include language barriers and varying communication styles. These must be addressed to foster a unified understanding of organizational objectives and changes.
Study the role of communication technology and social media in change communication and employee engagement. Modern technology allows for instant updates. It offers broader reach. Social media platforms can be used to facilitate discussions. Employee engagement can be fostered through
Explore the relationship between different forms of employee engagement and their impact on change outcomes. Investigate best practices for maintaining high levels of employee engagement. This is important during prolonged periods of organizational change. Examine the impact of leadership behavior on employee engagement. Especially during times of change.
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SALALE UNIVERSITY
COLLEGE OF BUSINESS AND ECONOMICS
DEPARTMENT OF MANAGEMENT
MASTERSOFBUSINESSADMINISTRATION-MBAPROGRAM
                                   Questionnaires filled by respondents
Dear Respondents!
My name is Abaye Solomon and I am currently a graduate student at Salale University, college of business and Economics, Masters of Business Administration (MBA). My thesis is entitled, ‘‘Effects of change management organizational Performance: evidence from commercial banks operating in fitche town’’.
The purpose of the questionnaire is to collect data for research on Effects of change management organizational Performance: evidence from commercial banks operating in fitche town’’. The research is designed to identify effect of change management on organizational performance. The research outcomes are important for the banking sector as well as the employee and managers of the bank sectors. Your genuine and honest response is very important for the success of the research and the researcher would like to thank you for your cooperation in advance. Without your response to these questions, it is impossible to achieve the objective of the research. Hence, you are kindly requested to provide your genuine response. Your response is anonymous /nameless and will only be used for academic purpose. 
Note: for any clarification or question please don’t hesitate to contact the researcher through the following address.  Mobile phone 0910135970 
Email, abayesolomontefera@gmai.com 
General Instruction: 
1. No need to write your name
2. Your response confidentiality is maintained     
3. Instruction for each part of the questionnaire is given at the beginning of the questions


SECTIONA: Respondent Profile
1. Gender?
        Male            Female
2. Your age ranges?

  22-30 years                   31-40years

      41-50 years                above51years	

3. For how long have you worked at your current organization?
 
     Less than 5years           6-10years

          11-15 years           16 -20 years            above 20 years        

4. Job Position: -   Managerial             non-managerial
5. Educational Level: - Diploma                  Degree
                               Masters (MBA/MSc)	
6.  Monthly Income; Below Birr10, 000.                        Birr10, 00-20,000.00 
         Birr20, 00-30,000.00                     Birr30, 001.00 and above


7. SECTIONB: Please tick the extent of your agreement level with the following statements. 
  (Strongly Disagree, Disagree, Neutral, Agree and Strongly Agree)
	
	1
Strongly disagree
	2 Disagree
	3 Neutral
	4 Agree
	5
Strongly Agree

	I. Components of Change Management

	A. Role of Leadership in Managing Change

	1
	Management discusses with employees about what should be changed; more than they tell them what will change.
	
	
	
	
	

	2
	Risk of resistance to change is well managed through Proper education rather than enforce to accept the change.
	
	
	
	
	

	3
	Management was committed to implement the change effectively.
	
	
	3
	
	

	4
	All levels of management are actively involved and participate in change process.
	
	
	
	
	

	5
	Management is responsible and accountable for implementation of change management and its effectiveness.
	
	
	
	
	

	B
	Role of Communication in Managing Change

	6
	I am familiar with the goals of the change.
	
	
	
	
	

	7
	Everyone can give his/her opinion about the change.
	
	
	
	
	

	8
	The information about the change is adequate.
	
	
	
	
	

	9
	I discuss   about   the   change   with   my   immediate
Supervisors to understand change issues clearly.
	
	
	
	
	

	10
	The change makes me feel insecure about my future in
	
	
	
	
	

	11
	I make notice able contribution to the change.
	
	
	
	
	

	C
	Employee Engagement in Managing Change

	12
	The organization care about the employees in order to Achieve the change management in good ways.
	
	
	
	
	

	13
	There are opportunities for my advancement in this Organization.
	
	
	
	
	

	14
	My supervisor helps me to understand how my work is Important to the change.
	
	
	
	
	

	15
	 My co-workers and I openly discuss about what needs to Bed one to be more effective.
	
	
	
	
	

	16
	The amount of work I am expected to do is reasonable.
	
	
	
	
	

	17
	I have the tools and resources I need to do my job.
	
	
	
	
	

	D
	Readiness for Change in Managing Change

	18
	I know what the vision for the change looks like.
	
	
	
	
	

	19
	I am aware of there a son because the changes are needed.
	
	
	
	
	

	20
	The scope of the proposed change is appropriate and Achievable
	
	
	
	
	

	21
	I believed that the change will benefit the organization.
	
	
	
	
	

	22
	I feel that I have the necessary skills and knowledge to make the changed work.
	
	
	
	
	

	23
	 I think change is usually well-planned in my organization.
	
	
	
	
	

	

	II
	 Organizational Performance
	
	
	
	
	

	1
	In my organization there is grow thin deposits.
	
	
	
	
	

	2
	In my organization there is growth in number of accounts Holders.
	
	
	
	
	

	3
	In my organization there is growth in number and amount of loans and advances.
	
	
	
	
	

	4
	In my organization there is growth in the profitability.
	
	
	
	
	

	5
	In my organization there is an increment of employee Productivity.
	
	
	
	
	




Thank you for your corporation!!





 Respondents Age

20-30	31-40	41-50	above 55	23	61	27	9	
20-30	31-40	41-50	above 55	19.1666666666667	50.8333333333333	22.5	7.5	





Respondents Job Position
Frequency	manager	non manager	14	106	Percent	

manager	non manager	11.6666666666667	88.3333333333333	
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