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Purpose: The objective of this paper is to identify and evaluate the issues related to
communicating in the process of change management in public organisations.
Design/methodology/approach: There were 576 properly filled out survey questionnaires,
in which the respondents assessed individual statements, which are — in their opinion —
important in the implementation of change in their organisation. The Likert scale was applied
to assess these factors. In order to assess the relationship between the opinions and the features
describing a study group, a stochastic independence analysis was performed.
Two non-parametric tests for independent samples — the Mann-Whitney U test and the Kruskal-
Wallis test — were applied. The minimum level of significance of o = 0.05 was adopted. SPSS
IBM was applied for statistical calculations.

Findings: The study findings show, in most cases, that there are issues in the public
organisations under study associated with communication with change implementation.
The study findings show that the individual scores depend mainly on the respondents’
education, on the fact that the employees are involved in the change implementation,
which is a key element of their function in the organisation and on the position occupied.
There is no significant differentiation of the responses for the other features.

Research limitations/implications: There are certain limitations of the study, which is
a consequence of the choice of articles for the literature review and the findings of studies
published on change management in public organisations. The limitation in the case of
empirical studies lies in the sample not being representative.

Practical implications: The findings should help public institution managers to identify the
areas which could become a point of interest in change management.

Originality/value: Research in a practical dimension has the potential to raise public managers'
awareness of the impact of communication on change management in public organizations.
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1. Introduction

Traditionally, public organisations are perceived as bureaucratic institutions which
efficiently handle routine issues but are incapable of coping with change (Lam, 2004).
However, according to modern public management theories, one of their main actions is
a change adapted to the needs of the service recipient (Hood, 1991) and relationship building
(Olinski, Szamrowski, 2017). A literature analysis shows that specific features of the public
sector organisations have an impact on changes and their management (lIsett et al., 2012).
These may include ambiguity of goals, their immaterial nature or difficulty in measuring their
effectiveness and formalisation of activities as a consequence of the bureaucratic nature of
a public organisation. The importance of the surroundings in implementing changes (Lutrin,
Shani, 1998; Olinski, Szamrowski, 2017) and the centralisation of decision-making (van der
Voet, 2014) has also been emphasised. Therefore, change management in the public sector
indicates a higher complexity and ambiguity of the process than in business organisations.
An organisational change is any change or modification of organisational structures or
processes (Zorn et al., 1999, p. 10; Krukowski, Raczynska, 2019). It can also be defined as
planned or unplanned changes in the organisational structure, technology or human resources
related to the organisation (Greenberg, Baron, 2018). Such a change is also defined as
a movement in an organisation from a known to an unknown state (Campbell, 2014). Activities
in each organisation comprise changes of great importance and minor modifications of its
functioning spheres. This arises from the organisation's life cycle, where purposeful
implementation of changes is required (Lewis, 2011, p. 26; Kirrane et al., 2017). Therefore,
change management involves the implementation of minor, emerging modifications and
significant, strategic ones, which are associated with strategic decisions that affect the
development and survival of the organisation. Despite the fact that the organisational changes
are certain, change implementation projects have high failure rates (Ashkenas, 2014). Lack of
success in achieving the desired results of a change may have many reasons. These may include,
for example, its improper implementation, such as the lack of coherence with the existing
organisational structures, lack of resources, lack of consent on the management level, internal
communication or ambiguous goals of the change. Moreover, there are cases when a change is
simply not necessary (Armenakis, Harris, 2009; Kotter, 1995; Schulz-Knappe et al., 2019).
If there are problems with change implementation, the importance of communication is
emphasised, which allows the personnel to understand the contents of (and reasons for)
a change (Yue et al., 2019). Communicating is passing on information, thoughts or feelings in
a manner that enables its reception and understanding by a recipient (Koschmann, 2016).
The relationship between communication, management and organisational change has been
attracting increasing attention from practitioners and scientists since the mid-1990s (Larkin,
Larkin, 1994). A study by Lewis and Seibold (2012) concerning the scope of organisational
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change emphasises the communication issues in change implementation. The research
concerning change management in the public sector focuses — among other things —
on the identification of the personnel approach to communication and their acceptance of the
proposed change (Hameed et al., 2017; Graff et al., 2019). It has been stressed in the literature
that communication and change should be developed (Johansson, Heide, 2004; Taylor et al.,
2001). The objective of this paper is to identify and evaluate the issues related to communicating
in the process of change management in public organisations.

2. Literature review

Basically, organisational changes imply a transition from the known to the unknown and
from the secure to the uncertain. During this process, communication initiated by the
management plays an important role in the change success because open and active
communication between various internal and external organisation members is a key to
handling uncertainty (Hameed et al., 2019; Isabella, 1990; Jablin, Kramer, 1998). It has also
been emphasised that communication in an organisation is an essential and the most important
factor for maintaining and developing an organisation (Suhertian, Satrya, 2022).
Communication and passing on information is regarded as a key element of a successful
implementation of change (Lewis, Seibold, 1998). According to Yue et al. (2019), employees
can better understand the content and causes of change through effective internal
communication. Effective and transparent internal communication allows for a better
understanding of the personnel in connection with the organisational change. By placing
emphasis on transparent communication, organisations support the leaders of change in
maintaining better relations with the personnel, which should lead to the employees’ openness
to the change (Yue et al., 2019). Transparent communication is regarded as one of the tools for
implementing change (Schulz-Knappe et al., 2019). Communication can be regarded as a type
of a catalyst for managing change. Communication itself is insufficient to manage change
effectively, but no change can be initiated or implemented without it (Lauer, 2020, p. 120).
Communicating the need for and benefits from organisational changes appeared in studies
concerning the implementation of changes in the late 20th century, regardless of the theoretical
perspective lying at its base (Beer, Eisenstat, Spector, 1990; Dawson, 1994; French, Bell, 1995;
Kottera, 1995). It has also been emphasised that a plan of change should be communicated to
the personnel, and they should be persuaded to justify the change and to provide support
(Stouten et al., 2018). Communication also facilitates understanding the change and helps the
personnel to prepare for it (Augustsson et al., 2017). The personnel readiness for change is
a significant area of the study presented in the literature (Wardani et al., 2020, p. 591).
Assessment of change by the personnel is affected by cognitive factors and emotions
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(Purwaningrum et al., 2020). How the employees respond to changes in an organisation and
how they assess them reflects their readiness to accept the changes and to adapt to them.
Readiness for a change is a multi-dimensional construct, which is affected - among other things
- by managerial support and personal values (Armenakis, 1993). The problems arising from the
personnel’s lack of readiness for change are regarded as the factors affecting the change
initiative's success (Rafferty et al., 2013). It has been pointed out regarding public organisations
that the lack of readiness for change (understood as resistance) is one of the causes of failure in
their implementation (Kuipers et al., 2014). Lack of readiness for a change may manifest as
resistance and negative behaviour, including sabotaging changes and absence from work.
According to studies, the failure rates for initiatives of change range from 70% to 75% (Lauer,
2021, pp. 45-56; Kroeh, 2014; Eaton, 2010). Most problems in change implementation result
from misunderstandings, tight hierarchy, centralised bureaucracy and the need for a change
initiated at the top management level, associated with the lack of communication with the
personnel. These are features of a public organisation, often emphasised as those that limit the
freedom for change implementation (Van der Voet, 2014). The study findings show that
communication and anchoring the change effects in the organisational culture depends on the
organisation type, while other factors can be regarded as “universal” in application in various
types of public organisations (Krukowski et al., 2021). Stewart and Kringas (2003) studied
various Australian public organisations and found care about communication within the
organisation to be a key factor for success in change implementation. Some researchers point
out that implementation of many changes without understanding the structure and nature of
links between the subsystems, i.e. without understanding of communication, may entail
additional costs and a longer period of implementation (Hannan et al., 2003). Denhardt and
Denhardt (1999) describe in their studies how effective local government managers verify the
need for a change by listening and learning and then communicate the need in a way that creates
support for a change. Kjaerbeck also pointed out the importance of communication in her study
of changes in hospitals (Kjaerbeck, 2017).

3. Study methodology

The survey was conducted in Q1 2020. The questionnaire was addressed to public
organisation employees. The direct questionnaire technique was applied. It contained ten
statements identified in the literature, describing issues in the process of introducing changes in
public organisations (Doyle et al., 2000; Suhertian, Satrya, 2022; Hameed et al., 2019; Lauer,
2021):
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P1 - A change often denotes a conflict between the goals of employees and the organisation.

P2- We need better relations between the management and personnel with respect to change
implementation.

P3 - Perceiving changes is often in conflict with the supervisors’ expectations.

P4 - Management in the organisation use informal communication effectively to stay in
contact with the personnel.

P5 - Employees understand the need to communicate, but practical skills to implement it are
lacking.

P6 - Issues related to communication between employees have been resolved in the
organisation.

P7 - A change has encouraged the development of more innovative approaches to
communication with personnel.

P8 — The organisation focuses more on the amount than on the quality of communication with
the personnel.

P9 — The personnel are shown the long-term goals of the change.

P10 — The communication is so effective that the employees suffer from information

overload.

There were 576 properly filled out survey questionnaires, in which the respondents assessed
individual statements, which are — in their opinion — important in the implementation of change
in their organisation. The Likert scale was applied to assess these factors, in which the following
statements were assigned to individual values - 1 — | definitely disagree, 2 — | rather disagree,
3—Idon’t have an opinion, 4 — | rather agree, 5 — | definitely agree. The dominant group among
the personnel under study were people for whom change implementation is not a key element
of their work (73.61%) (Table 1). Perceiving factors significant for change implementation can
be affected by being qualified in change management. The personnel of the organisations under
study were dominated by individuals without such qualifications (75.17%). However,
the findings show that all the respondents participated in the implementation of change in their
organisation.

Table 1.
Characterisation of the study sample (%)
Education
secondary higher technical highsr eduqa_tion in higher sqcial
umanities education
9,55 41,67 28,82 19,97
Job position
managerial non-managerial
14,41 85,59
length of service (in years)
<5 from 6 to 10 from 11 to 20 <20
29,17 9,55 24,27 17,01
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Cont. table 1.
Gender
man woman
36,81 63,19
I am qualified in the change management area
yes no
24,83 75,17
Implementing changes is a key element in my role in the organization
yes no
26,39 73,61
Type of institution
Governmental administration 3,65
Self-governmental administration 40,97
Governmental agency 7,47
Education 4,86
Healthcare 7,99
Higher education 35,07

Source: Own work based on research results.

The group of respondents was dominated by people with a university degree, with the
largest group having a technical education (41.67%) (Table 1). Only 14.41% of the respondents
occupied management positions. The employees working for up to five years accounted for the
largest group (29.17%). Considering the systematic error of the methods (CMB), Brewer’s
sample split method was used in developing the questionnaire (Brewer, 2006). The aim of this
approach was to eliminate CMB by using one respondent sample to assess the independent
variable and the other — to assess the dependent variable. Administrative data were the
independent variable, i.e. public organisation type, in the study presented here. (Podsakoff
et al., 2012; Jakobsen, Jensen, 2015). The survey was addressed to many individuals who
participated in the change management process in an organisation, which also reduces the risk
of error (MacKenzie, Podsakoff, 2012). In order to reduce the error, respondents with sufficient
specialist knowledge were selected for the study so that the responses to the questions did not
concern unclear terms. The responses to the questions also concerned the current situation,
which should also reduce the risk of error. The Cronbach alpha test, the Kaiser-Meyer-Olkin
test and the Bartlett test were then applied (Table 2).

Table 2.
Measurement properties
Kaiser-Mayer-OlKkin test 0,726
Bartlett’s test Approximate chi-square 2679,202
df 465
Istotno$é 0,01

Source: Own work based on research results.

In order to examine the internal consistency of the variables describing the identified issues
in change implementation, the reliability index on the Alpha-Cronbach scale was calculated
and was o = 0.5986 for the identified variables under assessment. This shows that the factors
taken for assessment are consistent. The Cronbach alpha and the Kaiser-Meyer-Olkin test
confirmed the reliability of this research tool. The author is aware that the factors selected for
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the study are correlated with each other. However, the aim of the study was not to identify their
correlation but to identify their presence and their assessment in the context of a unit type.
However, this stems from the fact that they concern one phenomenon. In order to assess the
relationship between the opinions and the features describing a study group, a stochastic
independence analysis was performed. Two non-parametric tests for independent samples —
the Mann-Whitney U test and the Kruskal-Wallis test — were applied. The minimum level of
significance of a=0.05 was adopted. SPSS IBM was applied for statistical calculations.

4. Research Results

The assessment for individual statements concerning the issues in change implementation
in organisations shows that, given the descriptive statistics, the highest assessment was given
to the statement that a change often denotes a conflict between the goals of employees and the
organisation (Me = 4; Mo = 4). This also stems from a high assessment of the statements:
“we need better relations between the management and the personnel with respect to handling
change” (Me = 4; Mo = 4) (Table 3). A high assessment was also given to the statement that
“the organisation management use effectively informal communication to stay in contact with
the personnel”, which indicates that the formal communication channels do not play their role
in change management. The problems in communication in the change implementation process
are revealed by pointing to conflicts arising from the diversity of goals between management
and employees. The lowest assessment was given to the statements that “employees are shown
long-term goals of change” (Me = 3; Mo = 2) and that “communication is so effective that
employees suffer from information overload” (Me = 3 Mo = 2). The responses dominating in
these two cases indicate that the respondents disagree with the statements, i.e. they pointed out
that there was no effective communication in their institutions. This may also show that the
respondents disagreed with the statement that employees were informed about the long-term
goals of the changes.

Table 3.
The descriptive statistics for the statements describing the issues in the process of change
implementation in public organisations (n = 576)

Factor Mean (M) | Median (Me) | Mode (Mo)
A change often denotes a conflict between the goals of employees 3,61 4,00 4,00
and the organisation.
We need better relations between the management and personnel 4,09 4,00 4,00
with respect to change implementation.
Management in the organisation use informal communication 3,45 4,00 4,00
effectively to stay in contact with the personnel
Perceiving changes is often in conflict with the supervisors’ 3,32 3,00 4,00
expectations.
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Cont. table 3.

Employees understand the need to communicate, but practical skills 3,24 3,00 4,00
to implement it are lacking.

Issues related to communication between employees have been 2,87 3,00 3,00
resolved in the organisation.

A change has encouraged the development of more innovative 3,07 3,00 3,00
approaches to communication with personnel.

The organisation focuses more on the amount than on the quality of 3,06 3,00 3,00
communication with the personnel.

The personnel are shown the long-term goals of the change 2,77 3,00 2,00
The communication is so effective that the employees suffer from 2,68 3,00 2,00
information overload.

Source: Own work based on research results.

In order to assess the importance of each statement, individual responses were summarised
(Table 4). The respondents usually agreed with the statements pointing to the fact that there
was a need for better relations between the management and the personnel in the organisation
with respect to handling change (79.51% responded with the assessment of 4 and 5). The public
organisation employees under study also agree with the statements indicating that a change
often denotes a conflict between the employees’ and the organisations’ goals (59.72% responses
with the assessment of 4 and 5) and that managers in the organisation use communication
effectively to stay in contact with the employees (53.34% responses with the assessment of
4 and 5). There were more than 40.0% responses for the statements that the change reception is
often in conflict with the supervisors’ expectations (46.53% of the responses with the
assessment of 4 and 5) and that employees understand the need for communication, but they
lack practical skills to implement it (44.79% responses with the assessment of 4 and 5).
Public organisation employees also disagreed with the statement that communication is so
effective that the employees suffer from information overload (49.83% responses with the
assessment of 1 and 2) and that the employees are shown long-term goals of the change
(47.40% responses with the assessment of 1 and 2). Nearly 40.0% of the respondents disagree
with the statement that the issues related to communication between employees in their
organisations have been resolved (39.58% responded with the assessment of 1 and 2).

Table 4.
The assessment for the statements describing the issues in the process of change
implementation in public organisations (%)

% of indications
Factor Sum of points 3 Sum of points
land 2 4and5

We need better relations between the management and personnel
with respect to change implementation. 7,81 12,67 79,51
A change often denotes a conflict between the goals of
employees and the organisation. 15,97 24,31 59,72
Management in the organisation use informal communication
effectively to stay in contact with the personnel 20,14 25,52 54,34
Perceiving changes is often in conflict with the supervisors’
expectations. 22,05 31,42 46,53
Employees understand the need to communicate, but practical
skills to implement it are lacking. 24,48 30,73 44,79
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Cont. table 4.

The organisation focuses more on the amount than on the quality

of communication with the personnel. 32,12 31,94 35,94
A change has encouraged the development of more innovative

approaches to communication with personnel. 24,83 42,88 32,29
The personnel are shown the long-term goals of the change 47,40 22,40 30,21
Issues related to communication between employees have been

resolved in the organisation. 39,58 30,90 29,51
The communication is so effective that the employees suffer from

information overload. 49,83 26,22 23,96

Source: Own work based on research results.

In order to examine the stochastic independence between the individual statements
concerning the issues in the process of change implementation in public organisations and the
study group characteristics (Table 5), a question was also asked whether the features that
differentiate the study group make the respondents assess the statements concerning the issues
in the process of change implementation in public organisations differently. Since the features
differentiating the sample were assessed on various scales, two non-parametric tests were
applied for independent samples, i.e. the Mann-Whitney U test (for differentiating features -
change implementation is a key element in my function at the organisation (C1); I am qualified
at the level of a course in change management (C2), position (C4), sex (C6) and Kruskal-Wallis
test (for the differentiating features: education (C3), job seniority (C5); institution type (C7)
(Table 6). The following hypotheses were adopted:

Ho: the distribution of the attitude towards change is the same as the sample differentiating

feature - C1-C7.

Hi.: the distribution of the attitude towards change is not the same as the sample

differentiating feature - C1-C7.

The calculations show that some features that differentiate the sample cause differentiation
with respect to the assessment of statements concerning the change implementation issues in
public organisations. In such cases, the test probability is p < 0.05, which determines the
rejection of the zero hypothesis.

An analysis and assessment of the results (Table 6) leads one to the conclusion that for the
C1 feature (change implementation is a key element in my function in the organisation),
the Ho should be rejected and H: - accepted with respect to the following statement describing
the issues in the change implementation process in public organisations — “a change often
denotes a conflict between the employees’ and organisation’s goals”. In other words, C1 makes
the respondents assess differently their attitudes towards changes regarding the above
statement. The C1 feature did not cause any differentiation in the other cases. For education
(C3), Ho should be rejected, and Hy should be accepted, including for the statement that a change
often denotes a conflict between the employees’ goals and the organisation’s goals and that the
change encouraged the development of more innovative approaches to communication with
employees. C3 prompts respondents to reassess their attitudes towards changes and highlights
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the need for communication skills in employees who may lack practical experience in

implementing them. The C3 feature did not cause any differentiation in the other cases.

For the occupied post (C4), Ho should be rejected, and Hi should be accepted, including for

the statement that a change often denotes a conflict between the employees’ goals and the

organisation’s goals. The C4 feature did not cause any differentiation in the other cases.

No significant differentiation was observed between the features: being qualified
at the course level in change management (C2), job seniority (C5), sex (C6) and type of

institution (C7).

Table 5

The assessment independence test for the statements describing the issues in the process of
change implementation in public organisations

Factor ¢l | c2 | 3 [ c4 | o5 6 | c7
Test of significance

A change often denotes a conflict between the - - *
goals of employees and the organisation. 0,041 0,985 | 0,013* |0,039%| 0,735 | 0,705 | 0,711
We need better relations between the
management and personnel with respect to 0,444 | 0,051 | 0,210 | 0,899 | 0,737 | 0,381 | 0,929
change implementation.
Percewmgcghangemgoﬂenmconfllcthththe 0,506 | 0467 | 0181 | 0.865 | 0,170 | 0,854 | 0.952
supervisors’ expectations.
Issues related to communication between
employees have been resolved in the 0,303 | 0,742 | 0,851 | 0,724 | 0,480 | 0,363 | 0,459
organisation.
Management in the organisation use informal
communication effectively to stay in contact 0,790 | 0,817 | 0,485 | 0,241 | 0,919 | 0,352 | 0,644
with the personnel
A change has encouraged the development of
more innovative approaches to communication | 0,988 | 0,981 | 0,024* | 0,303 | 0,748 | 0,371 | 0,103
with personnel.
The organisation focuses more on the amount
than on the quality of communication with the 0,816 | 0,082 | 0,262 | 0,189 | 0,108 | 0,062 | 0,555
personnel.
The personnel are shown the long-term goals 0123 | 0936 | 0679 | 0546 | 0557 | 0,222 | 0.136
of the change
The communication is S0 eff_ectlve that the 0,776 | 0689 | 0896 | 0.847 | 0,941 | 0,217 | 0,936
employees suffer from information overload.
Employees understand the need to
communicate, but practical skills to implement | 0,596 | 0,918 | 0,022* | 0,745 | 0,433 | 0,402 | 0,755
it are lacking.

Source: Own work based on research results.

The statistical test is applied to examine the stochastic independence, but it does not inform
about the strength or the direction of the existing correlation.
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5. Discussion

The study shows that most respondents agree that they need better relations with the
management with respect to change implementation. This is consistent with the opinion on the
role of managers in change implementation. According to the literature, communication is
becoming one of the most important tools at the disposal of the management in understanding
the importance of the strategic changes implemented by the personnel (Aggerholm et al., 2012).
The findings of studies published in the literature suggest that in order to implement changes in
an organisation, it is necessary for leaders to build trust among the organisation's personnel
(Zainab et al., 2022). According to van der Voet (2014), the leading role of the immediate
superiors should not be omitted in organisational changes in public organisations.

The public organisation representatives under study also pointed out that the management
in the organisation use informal communication effectively to stay in contact with the
personnel. According to Yue et al. (2019), employees can understand better the content and
causes for change through effective internal communication. Literature reports have also
mentioned a great contribution of employees’ trust, mutual control, neglect and monitoring
through transparent communication, which is characterised by essential information,
responsibility and employee participation. This may be favoured by internal informal
communication (Men, Stacks, 2014; Zainab et al., 2022).

The respondents also pointed to the fact that a change often denotes a conflict between the
employees’ goals and the organisation’s goals. Organisations with improper communication
face fierce opposition from employees, and they cannot succeed in implementing change, which
results in a failure of the change initiative (Zainab et al., 2022). The respondents in the entities
under study mostly disagreed with the statement that the communication is so effective that the
employees suffer from information overload (49.73% of the responses). According to the
findings of the study by M. Doyle et al. (2000), 61.0% of the respondents disagreed with the
statement that “we communicate so effectively that our employees suffer from information
overload”. The importance of the quality and quantity of information was pointed out in his
research by Hameeda et al. (2019). According to their findings, those employees who receive
adequate and useful information about the organisational changes in due time will perceive the
changes as positive, and they will support them more eagerly. A study conducted by
Bouckenooghe et al. (2009) also noted the quality and quantity of information. Their findings
show that the effectiveness of communicating the changes is determined by the transparency,
frequency and openness of the information provided. This means that the quality of
communication helps to boost the employees’ certainty that the change is needed by providing
sufficient justification and alleviating the uncertainty associated with the change, making the
personnel ready for the change.
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6. Summary

The study findings show, in most cases, that there are issues in the public organisations
under study associated with communication with change implementation. Most of the
respondents agreed with the statement that there is a need in the entities under study for better
relations between the management and personnel in the implementation of the changes.
As many as 47.40% of the respondents disagree with the statement that the employees are
shown long-term goals of the changes.

One should be pessimistic about the fact that most of the respondents disagree or do not
have an opinion about the statement that “the change encouraged the organisation to develop
more innovative approaches to communication with employees”. This may be a consequence
of the bureaucratic and centralised system of managing public organisations. The respondents
usually agreed with the statements pointing to communication issues resulting from:

— the relations between the management and the personnel (the statement that better
relations are needed between the management and the personnel with respect to change
implementation — 79.51% of the respondents agreed with it to a various extent);

— conflicts between the employees’ goals and the organisation’s goals (with the statements
that a change often denotes a conflict between the employees’ goals and the
organisation’s goals — 59.72% of the respondents agreed with it to various extents);

— using informal communication (54.34% of the respondents agreed, to a various extent,
with the statement that the managers in the organisation use informal communication
effectively to stay in contact with the personnel);

— lack of practical skills in implementation of change (44.79% of the respondents agreed,
to a various extent, that the employees understand the need for communication, but they
lack practical skills to implement it).

The study findings show that the individual scores depend mainly on the respondents’
education (C3) (three responses), on the fact that the employees are involved in the change
implementation, which is a key element of their function in the organisation (C1) (1 response)
and on the position occupied (C4) (1 response). There is no significant differentiation of the
responses for the other features.

It is also noteworthy that about 30% of the public organisation employees under study have
no opinion on the issues associated with the implementation of the organisational changes in
their institutions.

There are certain limitations of the study, which is a consequence of the choice of articles
for the literature review and the findings of studies published on change management in public
organisations. The limitation in the case of empirical studies lies in the sample not being
representative. However, the findings should help public institution managers to identify the
areas which could become a point of interest in change management. The study findings can
also be used as the basis for further analyses of change management in public organisations.
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