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ABSTRACT

The change is unavoidable in the life of an individual or organization. In today’s business world,
most of the organizations are facing a vibrant and changing business environment. Studies have
revealed that a successful organizational change depends on well-motivated, inspired, and
committed workforce. Consequently, this study focuses on the determinants of employee
readiness for organizational change: the case of Abay bank share company Bahir Dar city
branches. In this study, among 205 workers from 17 branches of Abay Bank in Bahir Dar City
Branches, the study took 118 respondents based on a simple random sampling technique. The
investigation was done taking five independent variables and one dependent variable. The
essential hypothesis was developed to test the variables and SPSS were used for data analysis.
Person correlation result showed that each variable, quality of communication (r =.627, p
=.000), individual intelligence (r =.566, p = .000), trust in top management (r =.668, p = .000),
participation in decision (r =.359, p =.000) and pay/wages/rewards (r =. 414, p = .001) has a
positive relationship with employee readiness to change. Multiple regression analysis results
revealed that among the five tested hypothesis quality of communication (38=0.232, P<0.05),
individual intelligence (R =0.220, P<0.05), trust in top management (8 =0.251, P<0.05) and
pay/wages/rewards (8 =.122, P<0.05) showed a positive significant effect on employee
readiness, whereas participation in decision making (8 =-0.073, P=0.257) was found to be
insignificant to predict the employee readiness of Abay Bank SC Bahir Dar city branches. Even
though, participation in decision making is insignificant according to the result, the management
body of Abay Bank shouldn’t totally ignore this variable since it has significant effect in the

previous research results.

Keywords: Individual Intelligence, Participation in Decision Making, Quality of

Communication, Trust in Top Management and Pay/Wages/Rewards.

Xl



CHAPTER ONE:

INTRODUCTION

1.0. Introduction
This chapter presents the background of the research, the statement of the problem, objectives of
the study, research questions and significance of the study. The chapter further presents scope

and content of the study.

1.1.  Backgrounds of the Study
Change is inevitable in the life of an individual or organization. In today’s business world, most
of the organizations are facing a dynamic and changing business environment. They should
either change or die, there is no third alternative. Organizations that learn and cope with change
will thrive and flourish and others who fail to do so will be wiped out (Chaudhary A., & Singh,
2012).

External and internal factors push organizations into change, and organizations need to either
respond quickly in order to change successfully, or take proactive steps in advance of a given
situation. In order to successfully lead an organization through major change, it is important for
management to consider both the human and technical side of change (Armenakis A., & Bedeian
G., 1999). Readiness for change and actions undertaken during the implementation of changes
serve as a key construct for the success of a change effort. Managers should focus on creating
readiness for change by reducing resistance and transforming employees into change agents,
while at the same time crafting a change message that helps employees adopt behaviors that are
essential for the change effort to be successful (Rebecca & Maren, 2017). According to Kotter
(2003) the key challenge of change lies in gaining employees “willingness to commit to the
change effort. To cope with new technological, competitive, and demographic forces, leaders in
every sector must continue to seek new ways to help their organizations adapt to these conditions
and fundamentally alter the way they do business. Administrations of these days should meet
modern residents' assumption and diminish expenses of living. Having the steadily developing

requirement for the advancement for framework with spending imperatives of governments, new



and keen methods of doing things should be found to address those assumptions, (Schmidheiny
S. & Timberlake L., 1992).

The magnitude of change can be small or large but are concerned with improvement, variation,
alteration or modification of something (Bennett, 2001). The source of change is both internal
and external pressures associated with the expansion or need of businesses to respond to
challenges. Internal change factors are concerned with organizational growth, while external
factors are associated with issues like institutional and market volatility (Barnett and Carroll,
1995).

It is important to remember that humans have different individual life experiences, motivational
levels, socio-demographic characteristics, knowledge, attitudes, support systems, values, and
behavioral patterns (French and Bell 1999). Employees could respond in a different way to an
organizational change. Some may benefit from the change, whereas others may seriously be
disappointed. Still others may not even perceive the change. This thesis, therefore, presents the
detailed description of research entitled “The Determinants of Employee Readiness for

Organizational Change: The Case of Abay Bank Share Company Bahir Dar City Branches”.

Abay Bank SC was formed in July 2010 and registered as a public share holding company in
accordance with the Banking Business Proclamation No 592/2008. The Bank obtained its license
from National Bank of Ethiopia on July 14, 2010 and started its operation on November 4, 2010.
Currently the Bank has more than 274 branches in the country and 17 branches in Bahir Dar city.
More than 200 staffs are working in Bahir Dar city branches. Since, its establishment the Bank
has been undertaken major changes. To be competitor in the banking industry Abay Bank is now
implementing the system change, structural change and expansion of branches, consequently, the
researcher performed focus on the ongoing changes and the employee’s readiness/reflection for

the changes by using Factors.

1.2. Statement of the Problem

The readiness of individual members for change is central to any organization’s ability to
successfully implement organizational changes (Armenakis & Harris, 2009). Change has been
believed to be a phenomenon that individuals and organizations have to face inevitably on a
daily basis. Change engages pursuing new circumstances as per the needs and capability of the

organization under question. Faghihi & Allameh (2012) contend that today’s business world is in



a cutthroat competition. The way to survive is to reshape to the needs of a rapidly changing
world. Resistance to change is a dead-end street for organizations. Customers not only demand
excellent service but demand extra benefits along with it. If organizations do not supply it, their
competitors will to survive and to be successful without any problem.
The change message and the strategies for communicating the message are critical to
successfully bringing about the level of commitment needed by employees to implement and
sustain an organizational change (Armenakis et al., 1999). To understand employee’s readiness
to change the influencing factors must be discovered and analyzed; only then can specifically
change readiness interventions be effectively designed, implemented and evaluated.
In this regard, Abay Bank SC Bahir Dar city branches has been engaged with modern system
changes and structural changes of which are supposed to help the bank to accomplish its growth
and transformational role though the dynamic global changes of the bank. The employees stand
on the factors influencing their readiness to the ongoing change recently implemented, structural
and system changes were not clear and given the fact that, the change was implemented most
recently, the researcher couldn’t find any published and/or related research on analysis of change
management practices and employees readiness to change at Abay Bank SC Bahir Dar City
Branches. Hence, the purpose of this study was to investigating the relationships between
readiness of employee for change and five possible influential factors: quality of communication,
individual intelligence, trust in top management, participation in decision making and
wages/pays/rewards which was hoped to significantly contribute to evaluate the effectiveness of
the ongoing change, design of new change requirements at Abay Bank SC and complement the
debate on the factors influencing employee’s readiness to change.

1.3 Research Questions
Having in mind the above overviews employee readiness for organizational change, the central

questions of the study were;

RS

% To what extent quality of communication affects employee’s readiness to change?

L)

» To what extent individual intelligence affects employee’s readiness to change?

K/
°e

To what extent trust in top management affects employee’s readiness to change?

*

To what extent participation in decision making affects employee’s readiness to change?

L)

*

To what extent pay/wages/rewards affect employee’s readiness to change?

L)



1.4. Objectives of the Study
1.4.1. General Objective
The main objective of the study was to identify the determinants that influence employee’s

readiness to change in Abay Bank SC Bahir Dar city branches.

1.4.2. Specific Objectives
This study has the following specific objectives: -

>

>

>

To examine the effect of quality of communication on employee’s readiness to change.
To examine the effect of individual intelligence on employee’s readiness to change.
To examine the effect of trust in top management on employee’s readiness to change.

To examine the effect of participation on decision making on employee’s readiness to
change.

To examine the effect of pay/wages/rewards on employee’s readiness to change.

1.5. Research Hypothesis

Taking the implication of this study to Abay Bank SC in to account and based on the
theoretical and conceptual framework the researcher tested the following hypothesis:

H1. There is a significant positive relationship between quality of change communication
and employee readiness for organizational change.

H2. There is a significant positive relationship between individual intelligence and
employee readiness for organizational change.

H3. There is a significant positive relationship between trust in top management and
employee readiness for organizational change.

H4. There is a significant positive relationship between participation on decision making
and employee readiness for organizational change.

H5. There is a significant positive relationship between pays/wages/rewards and

employee readiness for organizational change.

1.6. Significance of the Study

The result of this research study will have contribution in fining the knowledge interconnects in

field of determinants of employee readiness for organizational change. More specifically, the



determinants of employee readiness to change are not exhaustively researched concept in
Ethiopia. Therefore, the finding of the study will have both theoretical and practical allegations
in examining problems associated with determinants of employee’s readiness to change. The
theoretical value implies in the study could provide latest information about the level of
employee’s readiness to change and the magnitude of how the change is accepted, internalized
and perceived in the study case. Identifying the determinants of readiness to change is also
another area of interest that needs to be studied so as to apprehend the contribution of
determinants in banks. As a result, concerned management bodies, researchers and policy makers
at large could be aware of the determinant that influences employees’ readiness to change and
specific determinants in banks. Secondly, the outcome would contribute in the existing stock of
knowledge in the area of determinants of employee’s readiness associated with banks. To the
practical implications, on the other hand, the finding could help the management bodies and
strategists to develop intervention mechanisms as to how determinants of employee’s readiness
to change affect employee’s perception of readiness to change and make them accept change
efforts. Particularly, the research output of this study will provide an opportunity to the Abyi
Bank officials to evaluate the effectiveness of the changes implemented in the bank with regard

to the employee’s readiness.

1.7. Scope of the Study
The scope of the study was limited to the assessment of determinants of employee’s readiness to
change on Abay Bank SC Bahir Dar city branches in 2021 G.C. Therefore, due to the broad
nature of employee’s readiness to change factors, the research is not including all areas other
than assessing the individual intelligence, participation on decision making, quality of

communication, trust in top management, and pay/wages/rewards.
1.8. Limitation of the Study

The constraints in the implementation of the study were finance, time, lack of interest of the
participant to fill the questionnaire, and the current COVID-19 situation. Among the constraints,
the time available to collect data and study research was very short. In addition, COVID-19
situation has limited the study in Bahir Dar city only as a result the homogeneity of data will

increase and decreases the study generalizability.



1.9. Organization of the Study

This research is organized in to five chapters; chapter one gives a brief introduction to the subject
of the study, it includes background of the study, the statement of the problem; objectives of the
study. The second chapter briefly presents the theoretical and empirical literatures on
determinants of employee readiness for change and organizational changes. Then the third
chapter deals about research methodology that describes the variables, population, sample,
instruments and data collection. Chapter four consists of analysis techniques and presentation of
the study results. The last chapter, chapter five, provides a conclusion and suggestions of the

study and finally references and relevant annexes are provided.



CHAPTER TWO:
REVIEW OF RELATED LITERATURES

2.0. Introduction

In this section | clarify further review of the literature provides a detailed summary of studies
related to the determinants of employee’s readiness to change. The chapter therefore covers the
theoretical review and empirical past studies on factors affecting employee’s readiness to

change.
2.1. Conceptual Reviews
2.1.1. What is Change?

The term "change" refers to any variation in an organization's overall working environment.
Change is the changing of a system's structure or process as a process. It doesn't matter if it's
good or awful; the concept is merely descriptive. (2012 definition of a lovely professional
university) Change might be little or enormous, as long as it is focused on improvement,

variation, alteration, or modification of something (Bennett, 2001).

2.1.2. Change Management

According to Jeff (2007), change management is the practice of using tools and approaches to
manage the people side of corporate change in order to accomplish the desired business goals
while simultaneously integrating the change into the workplace's social infrastructure.

Change management is a work, a process, and a professional activity because of the basic
consistency of change processes across businesses, industries, and structures in different nations,
continents, and internationally. Organizational transformation is a socially constructed reality
that has negotiated meaning as a result of power dynamics and supremacy struggles (Grant,
2005).

2.1.3. Important of Change

Change is endemic, according to Turner (1999) and Abrahamson (2000), and it has become a
crucial determinant in preserving a company's competitive edge. They believe that the old

bureaucratic management style is incapable of tackling the difficulties of a changing world. As a



result, today's dynamic corporate environment necessitates regular changes in both
organizational operations and structure.

Change is an ever-present component of organizational existence, according to Burnes (2004),
both at an operational and strategic level. As a result, there should be no mistake about how
critical it is for any company to be able to recognize where it needs to go in the future and how to
manage the changes that will be required to get there.

2.1.4. Resistance to Change

The appearance of employee resistance is one of the repercussions of change. Resistance is a
condition that affects the change process by delaying or slowing it down, blocking or blocking it,
and raising the plan's expenses (Ansoff 1990 in Bengat et al. 2015). The act of rejecting or
battling with adjustments or transformations that affect the status quo is known as resistance to
change.

2.1.5. Readiness to Organizational Change

Readiness is defined as a conviction, intention, attitude, and behavior about the degree to which
change is required and the organizational capacity to successfully implement it (Armenakis et al.,
1993; Rafferty and Simons, 2006; Susanto, 2008). According to Bernerth (2004), ready is a state
of mind that displays a willingness or receptiveness to changing one's way of thinking during the
transition process.

According to Bernerth (2004), readiness is a state of mind that displays a willingness or
receptiveness to changing one's way of thinking during the transition process. Organizational
change can be characterized as a transition from one stage to the next, or it may be characterized
as the dismantling of old structures and the construction of new ones (Chonko, 2004).

Employees are likely to respond in one of two ways during organizational change: readiness or
resistance. Employee willingness to embrace change is boosted by readiness elements, whereas
resistance is thought to be a passive response. Resistance to change is defined by Chawla and
Kelloway (2004, p. 485) as "an adherence to any beliefs or actions that hinder organizational
change goals.” For the success of organizational change, several researchers have placed
individuals at the core of their studies (Judge et al., 1999). It has been seen over the last few
decades that this is how to convince employees to accept effective and successful transformation
programs (Armenakis et al., 1993; Bernerth, 2004; Holt et al., 2007; Cinite et al., 2009).



Internal and external forces connected with corporate expansion or the need to adapt to problems
are the sources of change. Organizational growth is the focus of internal change factors, whereas
institutional and market instability are the focus of external change factors (Barnett and Carroll,
1995).

2.2. Theoretical Review

2.2.1. Factors Affecting Change Readiness

Employee preparation for organizational change was studied using five elements, with both
dependent and independent variables explained as follows.

2.2.1.1 Dependent Variable

Readiness to Change: Readiness is defined as a conviction, intention, attitude, and behavior
about the degree to which change is required and the organizational capacity to successfully
implement it (Armenakis et al., 1993).Some writers view readiness to change to be a
multidimensional construct including cognitive, affective, and behavioral dimensions
(Abdulrashid et al., 2003), while others regard it to be a one-dimensional construct (Abdulrashid
et al., 2003). (Holt et al., 2007).

2.2.1.2 Independent Variables

Individual intelligence: Personal intelligence, according to Mayer's notion, is the ability to
reason about personality and use personality and personal knowledge to improve one's thoughts,
plans, and life experience (Mayer, 2008). Sternberg presented a three-part theory of intelligence,
claiming that humans might have different levels of analytical, creative, and practical
intelligence. He argued that traditional intelligence tests assess analytical intelligence, the ability
to answer problems with a single right answer, but they do not well assess creativity (ability to
adapt to new situations and create new ideas) or practicality Sternberg (1985).

Other things being equal, the theory goes on to say that while there are many ways to be
successful without personal intelligence, persons who are skilled at using their personal
intelligence have certain advantages over others who are less effective at utilizing their personal
intelligence. Higher intellect individuals may make better decisions regarding themselves and
others (Mayer, 2008).



Quality of Communication: it is an effective tool for motivating employees involved in change
(Luecke, 2003) Whereas, Lozano (2013) focuses on the strategies those are employed by
managers in communicating the organizational changes. This empirical contribution clearly

helps to understand the process of communicating organizational change.

The challenge that constantly returns in all change projects is management’s struggle to
overcome employees’ persistent attitude to avoid change. The answer not only lies in a
participative leadership style of management, but also in communication with organizational
members. Indeed, several authors claim that communication of change is the primary mechanism
for creating readiness for change (Armenakis & Harris, 2002; Bernerth, 2004).

If the quality of communication is poor, people tend to develop more cynicism and the amount
and quality of information that is provided can also influence how organizational members will

react to change (Reichers et al., 1997).

Trust in Top Management: According to Korsgaard et al (2002) trust in management is the
employee’s inclination to follow and support the leader. In an organization, trust in management
is important to ensure employees™ cooperation. With trust in management, employees may
recognize the management’s good intentions and believe that they can enjoy the benefits gained
from the organization. In an organization, trust in management is important to ensure
employees™ cooperation. Organizational change that may lead to crisis and risk for the
employees requires the management to place importance on building a trust. With trust in
management, employees may recognize the management’s good intentions and believe that they

can enjoy the benefits gained from the organization

Participation in Decision Making: Successful changes in organizations can be identified from
the participation of leaders and employees (Buschmeyer et al., 2016). Employee participation in
organizational change will make the transformation goals clearer and also beneficial to the
change team by getting more information about employee perspective and their change-oriented
skills (McKay et al., 2013). Employee participation is considered a key element in the successful
implementation of new management strategies and plays an important role in determining the
degree of job satisfaction (Ardichvili, Page et al., 2003). Furthermore, participation is a mental
and emotional reflection that will lead to the fulfillment of individual and organizational goals,

especially if supported by the organization®s climate (Ardichvili, Page et al., 2003).
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Wages/pays/rewards: employees develop positive attitudes and behaviors on the basis of
expectations and benefits provided by organization. Alvi and Ahmed (1987) supported the view
that in organization, employee can be satisfied by fulfilling their psychological and financial
needs. Thus, this study applied employee financial predictor such that pay/wages/rewards to
examine employee attitudes and behaviors to readiness for organizational change. Penley and
Gould (1988) empirically supported the concept by analyzing the psychological and financial
perspective of employees to understand their attitudes and behaviors towards the organization. In
the literature, affective, moral, alienative and normative elements were used as psychological
factors and instrumental or continuance components were used as financial predictors (Penley
and Gould, 1988).

History of Change: Time and history are key context elements that affect organizational change
processes, but time and history have largely been ignored in organizational change research
(Pettigrew et al., 2001, Bordia, Restubog, Jimmieson, & Irmer, 2007). Few studies have looked
at an organization's change history as a predictor of change preparedness. In brief, several
research has found that a history of change failed is inversely connected with the motivation or

effort expended to make those changes.

Appropriateness: Employees must feel that, in addition to recognizing that a gap exists, the
specific organizational change being proposed would effectively resolve the gap if they are to
support change. This second sentiment is labeled appropriateness. This sentiment is also
consistent with social accounts theory (Bies, 1987) and is used to describe whether the proposed

or implemented change is/was the correct one for the present situation.

Management Support: Leaders are motivated to adapt to change by management support (Holt
et al., 2007), but transformation requires resources and commitment (Armenakis & Harris,
2002). People could then see the change through the entire institution. Managers play a critical
role in enhancing employee change readiness (Neves, 2009). Furthermore, management support
and a few other factors are critical, such as senior leaders' encouragement to adopt the change,
support from a decision maker or top management to emphasize how critical the change is,
senior leaders' commitment to adapt, and clarification of management's hint that the organization

will undergo change, the support from a decision maker or the top management to strongly
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stress how crucial the change is, the commitment from the senior leaders to adapt and to
clarify the hint from the management that organization is going to have the change (Holt et
al., 2007). In addition, Bernerth (2004) is of the view that the most important factor is the
reality that no one stands alone as a part of an organization. In fact, employees get along

cognitively and behaviorally with their colleagues.

Way of Thinking: The two types of thinking that people have are intuitive and rational. The
capacity to swiftly perceive a situation or feeling without having to learn or discover a cognitive
explanation is referred to as intuitive or intuition. Individuals with intuitive decision-making
styles make decisions based on their gut instinct or inner feelings (McShane and Glinow, 2009).
They can make swift conclusions even when the amount of information provided is limited.
Individuals with a rational mindset make decisions based on logical and methodical study of

facts in order to maximize the desired outcomes (McShane and Glinow, 2009).

Organization Commitment: Employees who feel committed (loyal, involved, and identified) to
their organization are believed to have a higher level of readiness in the organization under
consideration. The organizational commitment model, according to Allen and Meyer in Balcescu
(2013), has three dimensions: affective commitment, normative commitment, and ongoing
commitment. Employees' emotional attachment to the organization is referred to as affective
commitment, and it is linked to corporate values. The moral obligation of an employee to remain
in the organization is referred to as normative commitment. Employee attachments generated by
costs incurred when they depart the organization are referred to as ongoing commitment.

2.2.2. Models of Organizational Change

Many approaches and models have been developed regarding organizational change. Here three

well-known and more appropriate models to the study are explained:

2.2.2.1. Kotter’s Eight Step Model of Change Management

The study by John Kotter (1996) on the success and failure of company change programs was
quite helpful. "The most general lesson to be learnt from the more successful situations is that the
change process goes through a succession of phases that take a long time to complete; skipping
steps just provides the sense of speed and never yields satisfactory outcomes,™” he says. "Making

significant errors in any of the phases can have a devastating impact, impeding momentum and
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erasing hard-won achievements,” says the article (Kotter, 1996). He has established eight steps
change managers should give greater emphasis and follow to have a successful change. In each
stage Kotter identified key principles relating to people's response and approach to change, in
which people see, feel and then change. The stages developed by kotter are the following:
Establish sense of urgency: Kotter, (1996) indicates that over half the companies he has observed
have never been able to create enough urgency to prompt action. "Without motivation, people
won’t help and the effort goes nowhere executives under estimate how hard it can be to drive
people out of their comfort zones".

Form a powerful guiding coalition: Change attempts, according to Kotter (1996), generally begin
with just one or two people and should gradually expand to involve more and more people who
believe the changes are necessary. In this phase, it's critical to assemble a large enough initial
core of believers. In terms of the positions they play in the company, their reputations, the skills
they offer, and the relationships they have, this initial group should be rather powerful. These

people should be more committed and emotional in order to progress the change initiative ahead.

Create a vision: According to John Kotter, developing clear vision can help to break resistant to
change. Successful transformation rests on “a picture of the future that is relatively easy to
communicate and appeals to customers, stockholders, and employees. As John Kotter, (1996) put
it “if managers can’t communicate the vision to someone in five minutes or less and get a
reaction that signifies both understanding and interest, managers are not yet done with this phase
of the transformation process".

Communicate the Vision: According to Kotter (1996), the leadership should assess how much
vision communication is required and then magnify that effort by ten. Do not restrict yourself to
a single management meeting, a President's address, or a few news articles. If people are going to
view the effort as essential, leaders must be seen "walking the talk" — another kind of
communication. Actions, as well as words, are effective transmitters of new ways. The basic
principle is simple and clear: take advantage of every available communication channel and
opportunity. Employees should be involved in the planning and implementation of the change;
sensitive areas of organizational change management should be handled through face-to-face
communications; and managers should communicate with their people face-to-face. If the vision
is clearly presented, it can help the transformation process by increasing employee commitment

and involvement, as well as creating a sense of shared purpose among organizational members.
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The failure of transformational efforts is due to a lack of vision communication to the
implementers.

Empower others to act on vision: As a result, members of the organization shift their areas of
interest. Allocate funds from the budget to the new initiative. Change the way you structure your
job to place employees where the effort is needed. Allow vital employees to focus on the new
effort by relieving them of previous duties. In other words, remove any barriers to implementing
the change. Nothing is more frustrating than believing in a change but having the time, money,
assistance, or support to make it happen. Organizations may not be able to eliminate all barriers,
but the most significant ones must be addressed.

Plan for a short term wins: Since real transformation takes time, the loss of momentum and the
onset of disappointment are real factors. Most people won’t go on a long march for change
unless they begin to see compelling evidence that their efforts are bearing fruit. In successful
transformation, leaders actively plan and achieve some short term gains which people will be
able to see and celebrate. This provides proof to organization members that their efforts are
working, and adds to the motivation to keep the effort going. "When it becomes clear to people
that major change will take a long time, urgency levels can drop. Commitments to produce short-
term wins help keep the urgency level up and force detailed analytical thinking that can clarify or
revise visions".

Consolidate improvements and sustain the momentum for change: As Kotter said it, "Do not
declare victory too soon". Until changes sink deeply into the enterprise culture — a process that
can take five to ten years - new approaches are fragile and subject to regression. Again, a
premature declaration of victory kills momentum, allowing the powerful forces of tradition to
regain ground. Leaders of successful efforts use the feeling of victory as the motivation to delve
more deeply into their organization: to explore changes in the basic culture, to expose the
systems relationships of the organization which need tuning, to move people committed to the
new ways into key roles. Leaders of change must go into the process believing that their efforts
will take years.

Institutionalize the new approaches: Change stays, according to Kotter (1996), when it becomes
"the way we do things around here." New behaviors are subject to degradation as soon as the
pressure for change is withdrawn unless they are planted in social norms and shared values."

There are two variables that are very important in accomplishing this. The first is an attempt to
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demonstrate how the new techniques, actions, and attitudes have contributed to the company's
improvement. The second goal is to ensure that the next generation of business executives
believe in and represent the new methods of doing things.

2.2.2.2. The Force -Field Model

One of corner stone models to help understand organizational change was developed by social
scientist and physicist (Kurt Lewin 1950). What do you do, according to Kurt Lewin (1950), if
you have a giant cube of ice but realize you desire a cone of ice? To begin, you must first melt
the ice to make it flexible (unfreeze). Then you must shape the iced water into the desired shape
(change). Finally, the new shape must be solidified (refreeze). By looking at change as process
with distinct stages, you can prepare yourself for what is coming and make a plan to manage the
transition — looking before you leap, so to speak. To begin any successful change process, you
must first start by understanding why the change must take place. As Lewin put it, "Motivation
for change must be generated before change can occur.

Unfreeze: This first step of change is preparing the organization to agree that change is required,
which involves breaking the current status quo before constructing a new way of working. The
development of a convincing message showing why the current method of doing things cannot
continue is critical to this. When you can point to decreasing sales numbers, dismal financial
outcomes, disturbing customer satisfaction surveys, or the like, this is the easiest to frame: These
illustrates that things must change in a way that everyone can understand. To prepare the
organization successfully, you need to start at its core — you need to challenge the beliefs, values,
attitudes, and behaviors that currently define it. Using the analogy of a building, you must
examine and be prepared to change the existing foundations as they might not support add-on
story’s; unless this is done, the whole building may risk collapse. This first part of the change
process is usually the most difficult and stressful. When you start cutting down the "way things
are done", you put everyone and everything off balance. You may evoke strong reactions in
people, and that's exactly what needs to done. By forcing the organization to re-examine its core,
you effectively create a (controlled) crisis, which in turn can build a strong motivation to seek
out a new equilibrium. Without this motivation, you won't get the buy-in and participation
necessary to effect any meaningful change (KurtLewin, 1950).

Change: After the uncertainty created in the unfreeze stage, the change stage is where people

begin to resolve their uncertainty and look for new ways to do things. People start to believe and

15



act in ways that support the new direction. The transition from unfreeze to change does not
happen overnight: People take time to embrace the new direction and participate proactively in
the change. A related change model, the Change Curve, focuses on the specific issue of personal
transitions in a changing environment and is useful for understanding this specific aspect in more
detail. In order to accept the change and contribute to making the change successful, people need
to understand how the changes will benefit them. Not everyone will fall in line just because the
change is necessary and will benefit the company. This is a common assumption and pitfall that
should be avoided (KurtLewin, 1950).

Refreeze: When the changes are taking shape and people have embraced the new ways of
working, the organization is ready to refreeze. The outward signs of the refreeze are a stable
organization chart, consistent job descriptions, and so on. The refreeze stage also needs to help
people and the organization internalize or institutionalize the changes. This means making sure
that the changes are used all the time; and that they are incorporated into everyday business.
With a new sense of stability, employees feel confident and comfortable with the new ways of
working (KurtLewin, 1950).

2.2.2.3. ADKAR Model of Change

Individuals in the organization must eventually do their jobs differently for a project or initiative
to succeed. ADKAR provides a framework for understanding how individuals, managers, and
project teams can use ADKAR to: guide organizational change management, diagnose gaps and

root causes of resistance, and develop corrective actions (Prosci Webinars, 2019).

Awareness: Change begins with understanding of: what is the nature of the change, why is the

change needed, and what is the risk of not changing?
Desire: Change involves personal decisions of: to engage and participate, and personal choice.

Knowledge: Change requires knowing how to: understand change, training on new processes and

tools, and learning new skills.

Ability: Change requires action in the right direction: The demonstrated capability to implement

the change and achievement of the desired change in performance or behavior.
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Reinforcement: Change must be reinforced to be sustained: Actions that increase the likelihood

that a change will be continued and recognition and rewards that sustain the change.

As sociological perspectives of organization change theory developers: they take organization as
human interaction centers. As a result, change manager should focus on employing and
arrangement of human psychology, personality, work organization and society as a whole
(Collins, 1998).

Even thought, transformation is the dominant change occurring in contemporary business
organizations. The organizational changes occurring today can be categorized with

developmental, transitional and transformational (Anderson, Linda, Anderson, & Dean, 2001).

1. Developmental: - by refining organizational enactment; developing expertise, and
learning for increasing sales volume enhancing organizational current task.

2. Transitional: - with deliberate, stepped and managed tasks shifting of organizational
current state to the new state.

3. Transformational: - is the fundamental shift from old state to the new state through

changing organizational philosophy and employee conduct and attitude.
2.3. Empirical Review

Studies revealed that successful organizational change depends on well-motivated, inspired and
committed workforce. Usually, organizations give more attention for the technological element
and neglect the people aspect, thus the most important change agent (Bovey & Hede, 2001;
George & Jones, 2001)

Employee emotional intelligence was found to be positively associated to their attitude toward
change as well as their ability to aid the change process (Vakola and Nikolaou, 2005; Chrusciel,
2006). According to Bordia et al. (2011), an organization's experience with inadequate change
management generates a schema that captures the core of that experience. Their study results
indicated that, previous history of poor change management lead to pessimism about successful
implementation of future changes in the organization as well as undermined confidence in the
ability of managers to implement change. The latest studies also indicated that underestimating
the powerful role of the human factor utilized to galvanize in the organizational change process

IS @ major reason why many organizational changes fail (Armenakis et al., 1999).
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In this regard, several researches have been conducted on employee’s readiness to change.
Among them, | have selected more relevant studies that are directly related with the research
topic. Many researchers have made individuals the centre of analysis for the success of
organizational change (Judge et al., 1999). Over the past few decades, it has been observed that
this is how to get employee to embrace effective and successful change programs (Armenakis et
al., 1993; Bernerth, 2004; Holt et al., 2007; Cinite et al., 2009) Many predictors like change
agent role, proper process, need for change, capability of organization, participation, culture,
belief, environment, and commitment have been found to be related to employee readiness (Eby
et al., 2000; Rafferty and Simons, 2006).

Grigorenko and Sternberg (2001) discovered that analytical, practical, and creative intelligence
were all related to self-reported everyday adaptive functioning to some extent. Employee
emotional intelligence was found to be positively associated to their attitude toward change as
well as their ability to assist the change process (Vakola and Nikolaou, 2005; Chrusciel, 2006).
Nevo and Chawrski (1997) looked into the relationship between non-academic aspects of
intelligence (tacit knowledge and practical intelligence): practical intelligence and tacit

knowledge was found to explain a significant proportion of professional success in immigration.

Study by Reichers et al., (1997) on participation of employees on the change decision making
asserts that employees must believe that their opinions have been heard and given respect and
careful consideration. Employee participation is believed to promote commitment and
performance, minimize resistance to change, and improve acceptance of even unfavorable
outcomes if employees are encouraged to participate and their perspective is consistently and
sincerely solicited (Wanberg and Banas, 2000). Employee participation in the change effort also
has a positive impact on trust in management and perceptions of supervisory support for
improvement (Weber and Weber, 2001).

Detailed information regarding a change has been demonstrated to decrease resistance to change
in studies that directly assessed the effect of providing information. (Wanberg and Banas, 2000)
If the quality of communication is poor, people tend to develop more cynicism and the amount
and quality of information that is provided can also influence how organizational members will

react to change. (Reichers et al., 1997)
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Trust in top management and trust in peers is found to be critical in implementing strategic
decisions and an essential determinant of employees™ openness toward change which also
mentioned them as an important factor influencing employee readiness to change (Eby et al.,
2000; Rafferty and Simons, 2006).

It was found that emotional attachment, feeling of pride, pay/wages/rewards, promotion, job
satisfaction, job involvement, and social relationships in the workplace had a statistically
significant impact on readiness for organizational change (Shah N., 2009). According to Shah N.,
(2009), among the employee commitment to the organization scale elements, the
pay/wages/rewards construct had the highest impact on employees’ readiness for organizational
change, and standardized beta scores for the model showed that job satisfaction and
pay/wages/rewards were the best predictors of readiness for organizational change.

Particularly, concerning determinants of employee’s readiness towards organizational change in
private banking sector of Ethiopia few researches have been done. Hereof, Shikur (2019) has
addressed to examine the determinants of readiness for organizational change with the aid of
cross-sectional survey and explanatory research design. In his study from 21 branches of Awash
bank in the north west district, 326 workers considered as a population of the study. The study
took 180 respondents based on simple random sampling technique. Investigating the effect of
management support, self-efficacy, appropriateness and personal valence predictors on readiness
for organizational change the statistical result confirmed that management support dimension is
better than other determinant factors. Appropriateness is the second important predictor of
readiness for organizational change. And personal valence is the third determinant factor on
employees’ readiness for organizational change. The statistical result also confirmed that self-

efficacy is not a predictor of readiness for organizational change.

Likewise, the study conducted on Dashen Bank Bahir Dar district with the sample of 209
employees show that trust in top management, quality of communication, individual intelligence,
and participating in decision making are significant antecedent of employee readiness for

organizational change (Biniyam, 2018).

A study conducted on Commercial Bank of Ethiopia Bahir Dar city branches has further
supported the abovementioned findings on the importance of employee’s readiness for

organization change. In the study the researcher took sample of 232 employees and the result
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shown that all the explanatory variables had a significant and positive relationship with
employees’ readiness towards the implementation of performance management system, of which
ability, knowledge awareness and reinforcement had a strong correlation with the change
readiness (Bekele, 2018).

In summary literature reviews revealed the importance of employee’s readiness for
organizational change. Thus, studying determinants of employee’s readiness with widen scope of

variables for the case of changes at Abay Bank SC, Bahir Dar city branches was paramount.

2.4. Conceptual Framework of the Study

Based on several literatures there were many elements influencing readiness of employees for
organizational change. But determinants that are used by the researcher are summarized as
quality of communication, individual intelligence, trust in top management, participation in
decision making and pay/wages/rewards.

Based on the above empirical drawings the researcher has developed the following conceptual

framework in which the study based.

Figl. Conceptual Frame Work
Independent Variable Dependent Variable

Quality of communication

Individual Intelligence

Employee Change Readiness J

Participation in decision making

h4

[ Trust in top management

Wages/pays/rewards

Source: developed by the author cited from Devi Soumyaja, et al, (2005)
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CHAPTER THREE:
RESEARCH METHODOLOGY

3.0 Introduction

This chapter presents research approach, research design, sources of data, data collection tools,
population and sampling, measurement of variables, measurement of independent variables,
measurement of dependent variable, data analysis, validity and reliability, and ethical
consideration.

3.1. Area of the Study

This study was aimed to determine the determinants of employee readiness for organizational
change at Abay Bank SC in 2021G.C. academic year. It’s located at Bahir Dar City in Amhara
region, Ethiopia, and the study included seventeen branches of Abay Bank found in Bahir Dar

city.

3.2. Research Approach

This study examined determinants of employee readiness and their effect on organization
changes in Abay Bank SC Bahir Dar city branches, which were related to the employee attitudes
and behaviors towards their organizational changes. The study followed quantitative research
approach and cross sectional survey in order to answer the basic research questions promised by
study. The justification attributed behind the selection of quantitative approach is that the basic
research questions raised in the study were mainly of quantitative ones in nature which demand

statistical tools like descriptive statistics, correlation and regression.

3.3. Research Design

Kerlinger (1986) defines research design as the plan and structure of the investigation that allows
the researcher to obtain answers to research questions. It was used to examine the existing
determinants of employee readiness and an organizational change readiness of Abay Bank SC
Cross sectional survey design was selected appropriate for the quantitative data collected via

survey questionnaire from employees of Abay Bank SC Bahir Dar city branches.
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3.4. Population of the Study

The target population of the study was 205 permanent employees of Abay Bank SC working in
17 branches of Bahir Dar city.

3.5. Sampling Technique and Sample Size
3.5.1. Sampling Technique

A sampling technique involves the process of selecting a sample from a large population
(Cooper, D. R., et al. 2006). In this research, the researcher used stratified random sampling. In
stratified sampling, the population is divided into groups (in this case branches of Abay bank)
based on some characteristic. Then from each group (branch), a probability sample (often a
simple random sample) is selected. By definition, stratified sampling is used when there is some

sort of homogeneity within the group (strata) but each group has some degree of heterogeneity.

3.5.2. Sample Size

For the sample size determination of this study a simplified formula used to calculate sample

sizes because of the similarity and homogeneity of the target population was taken.

Sample 205 n=—

T 1+w(e)?

Where N = population size
n = sample size

e = level of error = 0.05

Source: Yemane, T. (1967)

205 =136

n=————X=
1+205(0.05)=

The sample size is a smaller set of the larger population. The study examined determinants of
employee readiness for organizational change, to all branch offices in the case of Abay Bank SC
Bahir Dar city branches. So by using formula of Yemane the sample size was computed to be

136. The Kaiser-Meyer-Olkin (KMO) test is a measure of how suited your data is for Factor
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Analysis and the test measures sampling adequacy for each variable in the model. So KMO

measure of sampling adequacy is 0.822 and it indicates the sampling was adequate.

3.5.3. Sources of Data

The research data was gathered data from primary source; the primary data was collected using
questionnaires from employees of Abay Bank SC. Abay Bank SC Bahir Dar city branches have
currently 205 employees including those working at the district head office at Bahir Dar.
Secondary data relevant for this research were collected from the internet, official documents and

other relevant sources.

3.5.4. Data Collection Instruments

Structured questionnaires were used to collect data. Several statements describing possible
responses are prepared based on the respective research questions. The questionnaire was
divided into two sections. Section one dealt with the demographic data of respondents. Section
two dealt with factors of employee readiness to change in Abay Bank SC Bahir Dar city
branches. The questionnaire was prepared in the form of 5-point Likert scale with possible
responses ranged from strongly disagree, disagree, neutral, agree, and strongly agree.

3.6. Validity and Reliability of Research Instruments
3.6.1. Data Collection Instruments Validity

All the variables considered for the study were well established in literature and the researcher
adopted existing measures for the study. The instruments used to measure the variables were
taken from the standardized change readiness assessment tool developed by Armenakis,
Bernerth, Pitts, and Walker (2007) and David Colton, Ph.D, (2010) which were previously tested
and proved valid. Likert scales with a five-point response format (1 = strongly disagree, 2=
disagree, 3 = neutral, 4=agree, 5 = strongly agree) were used for all the items in the
questionnaire. These items were taken from already existing scales and have already proven their

reliability, validity and practical relevance.
3.6.2. Reliability of Data Collection Instruments
Reliability is the degree to which a variable or a set of variables is consistent in what is intended

to measure (Hair et al., 2006). Cronbach’s alpha is a coefficient of reliability. It is a measure of
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internal consistency, that is, how closely related a set of items are as a group. The alpha value
ranges from O to 1 and the general rule of thumb is that a Cronbach's alpha of 0.7 and above

is good, 0.8 and above is better and 0.9 and above is best.

In this study, the internal consistency for all items of the instrument was tested using Cronbach’s
alpha method and the researcher used the above mentioned literature into consideration and
tested the reliability of the items which were developed for respondents. The value of Cronbach's

alpha for both dependent and independent variables are shown below in Table 3.1.

Table 3.1 — Reliability Test of the Variables

Variables Number of Items | Cronbach's alpha
Readiness to Change 9 0.824
Quality of Communication 6 0.852
Individual Intelligence 7 0.761
Trust in Top Management 7 0.914
Participation in Dcision Making 4 0.836
Pay/wages/Rewards 7 0.804

Source: Field survey, 2021

Readiness to change- a total of nine items were designed to measure the level of employees
readiness to change using a five-point Likert scale and the Cronbach's alpha for this variable was
(0.824) which was very good.

Quality of Communication- a total of six items were designed to measure the quality of
communication about change using a five-point likert scale and the Cronbach's alpha for this
variable was (0.852) which was very good.

Individual Intelligence- a total of seven items were designed to measure the individual
intelligence of the employees regarding the change using a five-point likert scale and the

Cronbach's alpha for this variable was (0.761) which was acceptable.
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Trust in Top Management- a total of seven items were designed to measure the level of
employees trust on the top management on the change using a five-point likert scale and the

Cronbach's alpha for this variable was (0.914) which was very good.

Participation in Decision Making- a total of four items were designed to measure the
involvement of employees on the decisions regarding the change using a five-point likert scale
and the Cronbach's alpha for this variable was (0.836) which was very good.

Pay/wages/Rewards- a total of seven items were designed to measure the level of employees
readiness regarding the change using a five-point likert scale and the Cronbach's alpha for this

variable was (0.804) which was very good.

3.7. Procedure of Data Collection

Before collecting the full scale data, initially, a pilot study was conducted to check internal
consistency. Therefore; pilot test had been conducted on 15 employees, in order to know the
reliability of the measures of both independent and dependent variables. The aggregate
Cronbach’s Alpha value of all the items was 0.873 which exceeds the beginning value of 0.70;
this in turn confirms that questionnaire has a capacity to measure the variables properly. Finally,

| showed this result to my advisor and agreed to continue collecting the full data.

3.8. Data Analysis and Presentation

Research findings were analyzed to enable the researcher to understand what the findings from
the data collected meant and this was done with the help of the statistical packages for social
sciences (SPSS) version 23 for descriptive statistics, correlation, regressions and ANOVA were
used to know the significant relationship between determinants of employee readiness and
organizational change. A multiple regression model was applied to determine the relationships

between the dependent and independent variables.
3.9. Ethical Consideration

In this study the researcher intentionally considered ethical issues in seeking permission,
avoiding deceptions, maintaining confidentiality, respecting the privacy, and protecting the
anonymity of respondents that encountered during the study. Besides to this, the researcher
informs the purpose of the study to the respondents and was ensure voluntary participation, as it
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is only for academic purpose with full confidentiality. The cover letter of the questionnaire
includes the purpose of the study and about confidentiality and necessary instructions for

respondents. Finally, sources used for this research project were acknowledged properly.
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CHAPTER FOUR:

DATA PRESENTATION AND ANALYSIS

4.0. Introduction

This chapter presents the detail analysis and interpretation of the data gathered by questionnaire
and instrument. Descriptive statistics such as frequencies and percentages were used to
summarize basic features of the quantitative data collected and finally inferential statistics is
used to analyze relationships between independent and dependent variables. Generally, it is
organized as follows. The first section is the descriptive statistics which summarizes the main
features of the study variable using, frequency and percentage. The second section is the
correlation analysis which shows the degree of association between the study variables and this
section also contains taste of assumptions for the model. The third sections of the chapter contain

regression results report output of the regression models.
4.1. Response Rate

Questionnaires were distributed for 136 participants from the total questionnaires 128 were
returned (10 of them were unfilled more than 50% and | discarded from the sample), finally 118
of them were valid and used for analysis yielding (86.76%) of sample size. The table below

shows the response rate of respondents.

Table: 4.1 Response rates of the respondents

Response rate
ltems Quantity Percent
Sample size 136 100%
Collected 118 86.76%
Remain uncollected 18 13.24%

Source: Field survey 2021
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4.2. Demographic Characteristics of Respondents

The individual demographic variables considered for the studies were; sex, age, marital status,
year of service, educational status and Job Category. The demographic characteristics of the 118

sample respondents are presented in terms of frequency and percentage in table 4.2.

Table: 4.2 Demographic Characteristics of Participants

Item Demographic Category Frequencies | Percentage

1 Sex Female 26 22.0

Male 92 78.0

<=25 year 19 16.1

2 Age 26-35 year 88 74.6
36-45 year 11 9.3

. single 62 52.5

3 Marital status arried 56 475
. Diploma 1 0.8

4 | Educational Degree o7 82.2

status

Master And above 20 16.9

less than 1 year 15 12.7

. 1-5 years 69 58.5

5 Year of service 6-10 years 31 6.3
over 10 years 3 2.5

Accountant 21 17.8

Customer Service 56 47.5

Credit Officer 15 12.7

fi

6 Category of job Auditor 5 ~5
Casher 8 6.8
Other 9 7.6

Source: Field survey 2021

As shown from the table the first item sex distribution of the sample, 92 (78.0%) of the total

respondents are male and 26 (22.0%) are female. which implies the proportion of male
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employees is larger than that of female employees in the sampled branches of Abay Bank SC

Bahir Dar city branches.

The age of respondents shows that, 19 (16.1%) of the respondents are in the range of under 25
years, 88 (74.6%) of the respondents are in the range of 26-35 years, 11 (9.3%) are in the range
of 36-45 years and no respondent was found above 46 years, as shown from item number 2 of
the table 4.2. This indicates that majority of employees working at Abay Bank SC in Bahir Dar

city branches are between the ages of 26-35 years.

The marital status of the respondents shows that 62(52.5%) of the total participants are single,
56(47.5%) of the respondents are married and there is no divorce respondent. The result indicates
that single employee’s in Abay Bank Bahir Dar city branches are slightly greater than married
ones.

The educational status of the respondents shows that 1(0.8%) are diploma holders, 97(82.2%) of
the participants are degree holders and 20(16.9%) of the respondents are Masters and above
holders. From this result the majority of the respondents are degree holders in Abay Bank SC
Bahir Dar city branches.

The years of service of the respondents shows that 15(12.7%) of the respondents have less than
one-year service, 69(58.5%) of the respondents are with the range of 1-5 years, 31(26.3%) of the
respondents are 6-10 years and 3(2.5%) of the respondents are more than 10 years of service.
This shows that majority of the respondents are within the range of 1-5 years of service in Abay
Bank SC Bahir Dar city branches.

The last item of the demographic information is the job category of respondents which shows
that 21(17.8%) of the respondents are Accountant, 56(47.5%) are Customer Service Officers,
15(12.7%) of the respondents are credit officer, 9(7.6%) of the respondents are Internal Auditor,
8(6.8%) of the respondents are Casher and 9(7.6%) of the respondents are Others (Engineer,
lawyer, Digital Banker, Teller). This result indicates that participants represent several job
categories and most of the employees are customer service officer in Abay Bank SC Bahir Dar
City branches.
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4.3 Mean and Standard Deviation of Responses by Respondents

In this section the descriptive analysis is performed and determinants of employee’s readiness of
the organizational change are evaluated and analyzed based on the response of each item by
comparing the mean and standard deviation score of each variable. The degree of agreement or
disagreement of the respondent for each statement are also analyzed by summarizing the five
point likert scale response using the scale from 1 to 5 (Where 1 = strongly disagree, 2 = disagree,
3 = neutral, 4 = agree and 5 = strongly agree).

The figures for standard deviation indicate the degree to which responses varied from each other;
the higher the figure for standard deviation, the more variation in the responses as well as the
lower the standard deviation indicates the lower the variation. The higher the mean score also
shows, the more the respondent agreed with the statement and the lower the mean score the less
that respondent agreed with the statement. The mean and standard deviation score will be
interpreted according to (Zaidaton & Bagheri, 2009).

Table: 4.3. The Mean and Standard Deviation of Variables

Item Mean | Std. Deviation
Readiness to change 3.6535 .70050
Quality of Communication 3.1257 .88405
Individual Intelligence 3.7094 .64185
Trust in Top Management 3.2312 95145
Participation For Decision Making 2.4788 87741
Pay/Wages/Rewards 3.2228 .84351
Valid N (listwise)

Source: Field survey 2021

The result of the descriptive statistics from Table 4.3 indicates that mean score of employees
readiness to change, quality of communication, individual intelligence, trust in top management,
participation for decision making and Pay/Wages/Rewards are (3.65, 3.13, 3.71, 3.23, 2.48, 3.22)
respectively. According to Field (2009) the mean score below 2.5 was considered as low, the
mean score from 2.5 up to 2.99 was considered as moderate and the mean score above 3.00 was

considered as high. Accordingly, present study revealed that readiness to change (3.65), quality
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of communication (3.13), individual intelligence (3.71), trust in top management (3.23) and
Pay/Wages/Rewards (3.22) have high mean score, the result indicates that employees of Abay
Bank SC Bahir Dar City branches believe that their level of readiness to change was high during
the implementation of change. And by Participation for decision making (2.48) level of readiness
to change was found to be moderate. The standard deviation which indicates the degree to which
responses varied from each other was readiness to change (.700), quality of communication
(.884,), individual intelligence (.645), trust in top management (.951), participation in decision
making (.877) and pay/wages/rewards (.844).

4.4. Analysis of Association between the Dependent and Independent Variables

Pearson correlation(r) analysis is used to find out whether the dependent variable employee
readiness have association with each independent variable which includes quality of
communication, individual intelligence, trust in top management, Participation for decision
making and Pay/Wages/Reward. Correlation is the measure of the linear relationship between
two or more variables. A correlation coefficient has a value ranging from -1 to 1. Values that
are closer to the absolute value of 1 indicate that there is a strong relationship between the
variables being correlated whereas values closer to O indicates that there is little or no linear

relationship.

4.4.1 Pearson's Product Moment Correlation Coefficient

Correlation and multiple linear regressions were conducted to see the relationship and predicted
value of the five dimensions on readiness for organizational change (the dependent variable).
Table 4.4 below summarizes the correlation statistics of the variables; quality of Communication,
Individual intelligence, trusts in top management, Participation in decision making,

pay/wages/rewards and readiness for organizational change.
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Table: 4.4 Correlation analysis between dependent and independent variables Correlations

Participatio

Readines | Quality |Individual | Trustin o For Pay/Wage
sto Commu | Intelligenc | Top . S
change |nication |e Mgt Dem_snon /Rewards
Making
Pearson
. 1
Readiness to change C_orrelatlt?n
Sig. (2-tailed)
N 118
Pearson .
Quality of Correlation b2r L
Communication Sig. (2-tailed) |.000
N 118 118
Pearson . ok
Individual Correlation 566 496 1
Intelligence Sig. (2-tailed) |.000 .000
N 118 118 118
. Pearson 668~ |.657" |.602" |1
Trustin Top Correlation
Management Sig. (2-tailed) |.000 .000 .000
N 118 118 118 118
o Pearson 350 | 453" [301" |553" |1
Participation For Correlation
Decision Making Sig. (2-tailed) |.000 .000 .001 .000
N 118 118 118 118 118
Pearson 4147|3557 | 281" |.436™ |.465” |1
/Wages/Rewards Correlation
Pay/\Wag Sig. (2-tailed) |.000 _ |.000 |.002 000 |.000
N 118 118 118 118 118 118

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

Source: Field survey, 2021

The Pearson’s r correlation between the five predictor variables (quality of communication,

individual intelligence, trust in top management, participation in decision making and

pay/wages/rewards) with readiness for organizational change was conducted. In order to interpret

the results of the correlation, Alwadaei, (2010) was used as a reference. According to Alwadaei,

(2010); Correlation coefficient (r) ) ranging from 0.10 to 0.29 has low degree of correlation |,
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Correlation coefficient (r) ranging from 0.30 to 0.49 has moderate degree of correlation and

Correlation coefficient (r) ranging from 0.50 to 1.00 high degree of correlation.

The above correlation table 4.4 shows the strength of the association between the variables
involved. Inter-correlations coefficients (r) were calculated by using the Pearson’s Product
Moment. The result shows that; quality of communication and readiness for organizational
change has high positive relationship with, r =.627, p = .000, n = 118, Individual intelligence and
readiness for organizational change with r =.566, p = .000, n = 118 has high positive relationship,
trusts in top management and readiness for organizational change has a positive high relationship
with, r =668, p = .000, n = 118, Participation in decision making and readiness for
organizational change has a positive moderate relationship with, r =.359, p = .000, n = 118 and
finally pay/wages/rewards and readiness for organizational change has a positive moderate
relationship with, r =. 414, p = .000, n = 118.

4.5. Assumptions of Multiple Regression Analysis

For the purpose of examining the effect of independent variable (Communication, Individual
intelligence, trusts in top management, Participation in decision making and pay/wages/rewards)
organization change readiness of Abay Bank, through multiple linear regression, some prior
assumptions for Normality, Linearity, Homoscedasticity and Multi-Colinearity tests considered

as discussed as follows.

4.5.1 Normality Test

In statistical method, normality of data distribution can be measured by Kurtosis and Skewness
test and Kolmogorov and Shapiro method (Field, 2006; Tabachnick and Fidell, 2007; Hair et al.,
2006). High levels of skewness (symmetry) and kurtosis (peakedness) of regression/ANOVA
model residuals (which may be saved in SPSS) are not desirable and can undermine these
analyses. There are no official rules about cut-off criteria to decide just how large skew or
kurtosis values must be to indicate non-normality. Yet, Genet Aman (2016) states that, Skewness
and kurtosis should be within the +2 to -2 range when the data are normally distributed.
Regarding to this information, most items in this study are between 1 to -1 and some items are

between +2 to -2 which indicates that the data was normally distributed.
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This definition is used so that the standard normal distribution has a kurtosis and Skewness of

zero. In addition, with the definition positive kurtosis indicates a "heavy-tailed” distribution

and negative kurtosis indicates a "light tailed" distribution. “Negative skew refers to a longer or

fatter tail on the left side of the distribution, while positive skew refers to a longer or fatter tail

on the right. Based on the information in table 4.5 below showed that the coefficient of

skewness and kurtosis is not far from zero or between them the zero value is indicated. Thus,

the result assured that the distribution is normal for this study.

Table: 4.5 Skewness and kurtosis

Descriptive Statistics

Std.
N Mean | Deviation Skewness Kurtosis
Std. Std.

Statistic | Statistic | Statistic | Statistic | Error | Statistic | Error
Readiness to change 118| 3.6535 .70050 -410( .223 -.669| .442
Quality of Communication 118| 3.1257 .88405 -298( .223| -1.110| .442
Individual Intelligence 118| 3.7094 .64185 -419| .223 -.220| .442
Trust in Top Management 118| 3.2312 95145 -519( .223 -467| 442
Participation For Decision M 118| 2.4788 87741 -036( .223 - 717 442
Pay/Wages/Rewards 118| 3.2228 .84351 -.283( .223 -501| .442
Valid N (listwise) 118

4.5.2 Linearity Test

Source: Field survey 2021

Linearity means the correlation between variables which is represented by a straight line. In data

analysis, it is important to know the level of relationship of variables. In statistics, linearity can

be measured by Pearson’s correlations or a scatter plot (Field, 2006; Tabachnick and Fidell,

2007; Hair et al., 2006). If the relationship between independent variables and the dependent
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variable is not linear, the results of the regression analysis will under-estimate the true
relationship.

Regarding this information, linearity test was checked and the researcher found out all variables
in the study has linear relationship. The P-P plots of regression show no large difference in the
spread of the residual as you look from left to right on figure below. This result suggests the
relationship between dependent and independent variables that the researcher is trying to predict

is linear.

Fig- 2: Normal point of plot of Regression Standardized Residual.

Normal P-P Plot of Regression Standardized Residual
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Source: Field survey, 2021

4.5.3. Homoscedasticity Test

Homoscedasticity estimates the variance of dependent variables with independent variables,
2006). Homoscedasticity can be measured by graphical and statistical methods (Hair et al., 2006;

Field, 2006). Simply put, homoscedasticity means that the scatter is the same for everyone
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(Stephanie, 2015). A scatter plot between residuals and expected or independent variables could
be used to test the assumption. The points must be about the same distance from the line in order
for it to exist in a set of data. If the data is disseminated across the regression line, the regression
line will not be the same for all predictor/independent variable values. A residual scatter plot is a
figure that shows one axis for predicted scores and one axis for errors of prediction. . The
assumption is met when the scatter plot takes the (approximate) shape of a rectangular and scores
is concentrated in the center (about the 0 point) and distributed in a rectangular pattern. More
simply, scores will be randomly scattered about a horizontal line. In contrast, any systematic
pattern or clustering of scores is considered a violation. The figure below shows the assumption

of homoscedasticity is met.

Fig- 3: Scatter Plot
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4.5.4. Multicollinearity Test

Multicollinearity refers to when your predictor variables are highly correlated with each other.
Multicollinearity occurs when several independent variables correlate at high levels with one
another, or when one independent variable is a near linear combination of other independent
variables. We can check multi-co linearity two ways: correlation coefficients and variance
inflation factor (VIF) values. The more variables correlate the less able researchers can separate
the effects of variables (Keith, 2006). A rule of thumb of collinearity VIFs is 3.3 or lower to
suggest no Multi-co linearity in the model (Kock, 2013). In examining the correlation matrix of
independent variables the results in table 4.6 below revealed that no tolerance value found below

0.1 and all-variable inflation factors (VIF) values are below 3.3. There for the researcher can

conclude that, this result met multi-co linearity test.

Table: 4.6 Coefficients Multicollinearity Test

Coefficients?

Collinearity Statistics

Model Tolerance VIF

1 Quality of Communication 538 1.858
Individual Intelligence 616 1.624
Trust in Top Management 393 2.543
Participation For Decision Making 620 1.614
Pay/Wages/Rewards 734 1.362

a. Dependent Variable: Readiness to change
Source: Field Survey, 2021
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4.6. Model Summary
Table: 4.7 Model Summary

Model Summary®

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

1 7442 .554 .534 47818 1.946

a. Predictors: (Constant), Pay/Wages/Rewards, Individual Intelligence, Participation For
Decision M, Communication, Trust in Top Management
b. Dependent Variable: Readiness to change

Source: Field Survey, 2021

To assess the overall regression model fit in supporting the research hypotheses is done by; first,
examining the adjusted R squared (R?) to see the percentage of total variance of the dependent
variables explained by the regression model and second the value of Durbin-Watson. It is found
that quality of Communication, individual intelligence, trust in top management, participation in
decision making and pay/wages/rewards explain a significant of the variance in the value of
readiness for organizational change, p<.05, R2=.554, R2adjusted =.534). The R2 tells us how
much the variability in the outcome (readiness for organizational change) is accounted by the
five readiness for organizational change determinants. The model explains 53.4% of the
variability on readiness for organizational change is explained by the five predictors (quality of
Communication, individual intelligence, trust in top management, participation in decision
making and pay/wages/rewards). The rest 46.6 % is by explained by other variables not included
in this study according to the result. The last column of the model summary table, Durbin-
Watson test statistics, helps to let know whether the assumption of independent errors is
acceptable. As a conservative rule values less than 1 or greater than 3 should definitely raise
alarm bells (Field, 2009). The closer to 2; the value is the better and for these data the value is

1.946, which is close to 2 that the assumption is met.
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4.7 ANOVA (Analysis of Variance)

Table: 4.8 ANOVA (Analysis of Variance)

ANOVA?
Model Sum of Squares df Mean Square F Sig.
1 Regression 31.802 5 6.360 27.816| .000°
Residual 25.610 112 229
Total 57.412 117

a. Dependent Variable: Readiness to change

b. Predictors: (Constant), Pay/Wages/Rewards, Individual Intelligence, Participation

For Decision M., Communication, Trust in Top Management.
Source: Field Survey, 2021

An analysis of variance (ANOVA) shows whether the regression model is significantly better at
explaining the readiness of Abay Bank employee (dependent variable) than using the mean as
the best predictor. The ANOVA gives a significant result (F = 27.816 p/sig = .000), thereby
indicating quality of Communication, individual intelligence, trust in top management,
participation in decision making and pay/wages/rewards can significantly influence Abay Bank
SC Bahir Dar City branches employee readiness. Therefore, the multiple linear regression

model is appropriate to this research to predict group variables.
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4.8. Regression model for Coefficients?

Table: 4.9 Coefficients

Coefficients?

Unstandardized | Standardized
Coefficients Coefficients

Model B Std. Error Beta t Sig.

1 (Constant) 1.087 284 3.822 .000
Quality of Communication 232 .068 .292 3.399 .001
Individual Intelligence 220 .088 .202 2.512 .013
Trust in Top Management 251 074 341 3.391 .001
Participation For Decision M. -.073 .064 -.091 -1.140 257
Pay/Wages/Rewards 122 .061 147 1.996 .048

a. Dependent Variable: Readiness to change

Source- Field Survey, 2021
The individual contribution of variables to the regression model can be found in the Coefficients
table as can be seen in the above table. Based on the result from the table, the effect level of
independent variables in the prediction of the dependent variable is presented. Thus, the strength
of each independent variable influence on the dependent variable can be investigated via
unstandardized Beta coefficient. Hence, the regression coefficient explains the average amount
of change in dependent variable that caused by a unit of change in the independent variable.
The first predictor, with beta value of 0.232 (B =0.232, P<0.05) indicates that if there is a one-
unit increase in quality of communication there will be 23.2% increase in readiness to change,
others independent variables being constant.
To the second variable the beta value .220 (8 =0.220, P<0.05) indicates that if there is a one-unit
increase in individual intelligence there will be 22.0% increase in readiness to change assuming
all other variables constant.
To the third variable the beta value .251 (B =0.251, P<0.05) indicates that if there is a one-unit
increase in trust in top management there will be 25.1% increase in readiness to change assuming

all other variables constant.
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The forth variable participation in decision making with beta value -.073 (8 =-0.073, P=0.257)
indicates that participation in decision making are insignificant to predict the employee readiness
to change since p value > 0.05.

Finally, fifth variable pay/wages/rewards with beta value of .122 (R =.122, P<0.05) can be
interpreted as, if there is a one-unit increase in pay/wages/rewards there will be a 12.2 percent

increase in readiness to change, other variables being constant.

4.9. The General Model

The general model or the equation that proposed for this study was
Y =a+ B1x1 + B2x2 + B3x3 + p4x4+ p4x5S
Where;

Y= Employees readiness for organizational change
a= Constant

x1= Value of quality of Communication

B1= Coefficient value of quality of Communication
x2= Value of Individual intelligence

B2= Coefticient value of Individual intelligence
x3= Value of trust in top management

B3= Coefficient value of trust in top management
x4= Value of pay/wages/rewards

B4= Coefticient value of pay/wages/rewards

x5= Value of Participation in decision making

B5= Coefficient value of Participation decision making

The contribution of the determinants on employees’ readiness was determined by beta coefficient
for comparison purpose. The analysis in table 4.8 proved that the effect quality of
communication (8 =0.232, P<0.05), individual intelligence (8 =0.220, P<0.05), trust on top
management (B =0.251, P<0.05), and pay/wages/rewards (8 =.122, P<0.05), found to be
significant determinants of employees’ readiness for change. On the other hand, the variable,

participation in decision making (B = -0.172, t = -2.617, p < 0.009) has no significant
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contribution for employees’ readiness since it scores (B = -0.073, P=0.257). This fact clearly
showed that in these case areas (Abay Bank SC Bahir Dar city branches) the importance of
participation in decision making for employee readiness is insignificant even if it has a share of
contribution for the relationship between dependent and independent variables. Therefore, the
model for this research found to be;

Y = a + B1x1 + p2x2 + B3x3, then

Y =1.087 + 0.232X1 + 0.220X2 + 0.251X3+0.122X4

Where;

Y= Employees readiness for organizational change

a= Constant

x1= Value of quality of Communication

B1= Coefficient value of quality of Communication

x2= Value of Individual intelligence

B2= Coeftficient value of Individual intelligence

x3= Value of trust in top management

B3= Coefficient value of trust in top management

x4= Value of pay/wages/rewards

B4= Coefticient value of pay/wages/rewards

4.10. Hypothesis Testing
Based on the un-standardized coefficient of beta and p-value, the hypotheses of the study were
tested and the results of the study are presented below.
H1: There is a significant positive relationship between quality of communication and employee
readiness for organizational change.
The result shows quality of communication has a positive significant effect on employee
readiness for organizational change (f = 0.232, P=0.001 which is significant at p- value of less
than 0.05).
H2: There is a significant positive relationship between Individual intelligence and employee
readiness for organizational change.
The result shows Individual intelligence has a positive significant effect on employee readiness
for organizational change (B = 0.220, P= 0.013 which is significant at p- value of less than
0.05).
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H3: There is a significant positive relationship between trust in top management and employee
readiness for organizational change.

The result shows trust in top management has a positive significant effect on employee readiness
for organizational change (B = 0.251, P=0.001 which is significant at p- value of less than 0.05).

H4: There is a significant positive relationship between Participation on decision making and
employee readiness for organizational change.

The result shows Participation on decision making does not affect employee readiness for
organizational change, at 0.05% significantly.

H5: There is a significant positive relationship between pays/wages/rewards and employee
readiness for organizational change.

The result shows pays/wages/rewards has a positive significant effect on employee readiness for
organizational change (B = 0.122, P= 0.048 which is significant at p- value of less than 0.05).As

a result, H4 is rejected.

Table 4.10 Summary of Hypothesis

H No Hypothesis Beta P- value | Result
value
There is a significant positive relationship between
H1 quality of communication and employee readiness for | .232 .001 Accepted
organizational change.
There is a significant positive relationship between
H2 Individual intelligence and employee readiness for | .220 .013 Accepted

organizational change.

There is a significant positive relationship between
H3 trust |_n to_p management and employee readiness for 951 001
organizational change.

Accepted

There is a significant positive relationship between
H4 Participation on decision making and employee | -.073 | .257 Rejected
readiness for organizational change.

There is a significant positive relationship between

organizational change.

H4 pays/wages/rewards and employee readiness for |.122 .048 Accepted

Source; Field Survey, 2021
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4.11. Discussion of Results

This discussion is very important to provide more clarification on the above results. The
objective of research is to know the effect of determinants of employee readiness for
organizational change in Abay Bank SC Bahir Dar City branches by analyzing the relationship of
every construct in the conceptual framework. Demographic factors such as; sex, age, marital
status, year of service, educational status and category of job of participants have been assessed
so as to know the general characteristics of the respondents. Based on the results of this research,
the researcher was found 78.0% male and 22.0% of the female as respondents. In terms of
marital status, there is a slight difference between married and single respondents which is 47.5%
and 52.5% respectively. In terms of age, the majority of respondents were in between 26-35
years’ old which was accounted 74.6%. About educational level of respondents, the majority of
the respondents were the first-degree holder which was accounted 82.2%, in terms of work
experiences, the majority of respondents had between 1-5 years’ experience which was
accounted 58.5%. And finally most of Abay Bank SC Bahir Dar city branches employee were
found under customer service job category which was about 47.5% of the sample.

The other important issue that needed to be researched was to find the perceived level of each
determinants of readiness for change among employees of Abay Bank SC Bahir Dar city
branches. According to interpretation set by Field (2009), the results of mean score of
determinants in the range of less than 2.5 considered as low, between 2.5 to 2.99 considered as
medium as and greater than 3 evaluated as high. Quality Communication, individual intelligence,
trust in top management, participation in decision making and pay/wages/rewards mean scores
were 3.13, 3.71, 3.23, 2.48, and 3.22 respectively. The study has proved that Quality
Communication, individual intelligence, trust in top management, and pay/wages/rewards have
high level of perception of determinants for change with high mean values. On the other hand,
the determinant participation in decision making scored a medium level of perception rate for
change by employees of Abay Bank SC Bahir Dar city branches.

Based on the Pearson correlation test, correlation results of the five determinants are positively
correlated with employees’ readiness of organizational change in Abay Bank SC Bahir Dar city
branches. When we see the correlation of each determinant’s with employee readiness of change,
there exists a 62.7% positive relationship between quality communication and employees’

readiness of organizational change; there exists a 56.6% positive relationship between individual
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intelligence and employees’ readiness of organizational change; there exists a 66.8% positive
relationship between trust in top management and employees’ readiness of organizational
change; there exists 35.9% positive relationship between participation in decision making and
employees’ readiness of organizational change and also there exists 41.4% positive relationship

between pay/wages/rewards and employees’ readiness of organizational change in the case of

Abay Bank SC, Bahir Dar City Branches.

The individual contribution of variables to the regression model can be found in the Coefficients
table, the effect level of independent variables in the prediction of the dependent variable is
presented. Thus, the strength of each independent variable influence on the dependent variable
can be investigated via unstandardized Beta coefficient. Hence, the regression coefficient explain
the average amount of change in dependent variable that caused by a unit of change in the
independent variable.

The first hypothesis states that ‘quality of communication has a positive and significant effect on
employees’ readiness for organizational change.” The statistical result revealed quality of
communication has a positive beta coefficient value (b=.232, p=.001). Quality of
communication has significance value of below at the significance level of p<.05. Therefore,
with this result the proposed hypothesis is failed to reject.

The second hypothesis states that, Individual intelligence has a positive and significant effect on
employees’ readiness for organizational change’. The statistical result revealed that Individual
intelligence has a positive beta coefficient value (b=.220, p=.013). Individual intelligence has
significance value of below at the significance level of p<.05. Therefore, with this result the
proposed hypothesis is failed to reject.

The third hypothesis states that ‘z-ust in top management has a positive and significant effect on
employees’ readiness for organizational change.” The statistical result revealed that trust in top
management has a positive beta coefficient value (b=.251, p=.001). Trust in top management
has significance value below at the significance level of p<.05. Therefore, with this result the
proposed hypothesis is failed to reject.

The fourth hypothesis states that ‘‘Participation on decision making has a positive and
significant effect on employees’ readiness for organizational change. The statistical result

revealed that Participation on decision making has a negative beta coefficient value (b=.-073,
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p=.257). This significance value is above the cut-off value p<.05. Therefore, with this result the
proposed hypothesis is rejected.

The fifth hypothesis states that ‘pays/wages/rewards have a positive and significant effect on
employees’ readiness for organizational change.’ The statistical result revealed
pays/wages/rewards has a positive beta coefficient value (b=.122, p=.048). Pays/wages/rewards
has significance value of below at the significance level of p<.05. Therefore, with this result the
proposed hypothesis is failed to reject.

Finally, regression model analysis was performed and as the result reveals that the five
independent variables (Quality of Communication, individual intelligence, trust in top
management, participation in decision making and pay/wages/rewards) have contributed or
explained 53.4 % (adjusted R square = 0.53) on the employees’ readiness of change.

The above multiple linear regression statistical results indicate that, each readiness for change
determinant dimensions’ associations and their predictive value on readiness for organizational
change. Trust on top management takes the largest share in predicting readiness for
organizational change followed by quality communication, individual intelligence and
pay/wages/rewards respectively; however, participation in decision making didn’t predict

readiness for organizational change significantly.
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CHAPTER FIVE:
SUMMARY, RECOMMENDATIONS AND CONCLUSION

5.0. Introduction

This part of the study deals with summary of the major findings, conclusion drawn on the bases
of the findings and recommendations which are assumed to be useful to enhance the employees’
readiness to change in Abay Bank SC, Bair Dar city branches and presented for all concerned

bodies.

5.1. Summary of Main Findings

The main objective of this study was to investigate determinants of employee readiness for
organizational change in Abay Bank SC, Bahir Dar city branches. To carry out this study;
theoretical and empirical review of scholarly articles was undertaken, a conceptual frame work
was developed, descriptive, correlation and regression analysis were employed to respond to the
basic questions developed for this study.

To answer the basic research guestions of this research, the study was conducted on 17 branches
Abay Bank SC, with in Bahir Dar city. From the total number of the target population to get a
representative sample, a specific sampling technique was considered and the researcher used a
stratified sampling as well as simple random sampling technique to select employees participated
in filling questioners. From the total population 136 sample respondents were selected and
18(13.3%) have not responded.

The analysis was done using SPSS (Version 23) to compute descriptive and inferential statistics
such as frequency, percentage, mean scores, standard deviations, and correlation and regression

analyses. Finally, the research came up with the following major findings.

The finding showed that from the mean score of the five determinant’s quality of
Communication, individual intelligence, trust in top management, and pay/wages/rewards has
large mean score (M=3.13, M=3.71, M=3.23, and M=3.22 respectively) which is greater than 3

and participation in decision making has moderate mean score (M=2.48).

In association with the analysis section, the relationship between the independent and dependent

variables was tested using Pearson’s Product Moment Correlation Coefficient. The result shows
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that; Communication and readiness for organizational change has a strong positive relationship
with, (r =. 627, p = .000), Individual intelligence and readiness for organizational change with (r
=. 566, p = .000), has a strong positive relationship, trusts in top management and readiness for
organizational change has a positive close relationship with, (r =. 668, p = .000), Participation in
decision making and readiness for organizational change has a positive moderate relationship
with, (r =. 359, p =.000), and finally pay/wages/rewards and readiness for organizational change

has a positive moderate relationship with, (r =. 414, p = .000).

The independent variables on the dependent variables were evaluated and hypothesis was tested
using multiple regression analysis. The results showed that the quality of communication
employees received during the change implemented had a substantial influence on the degrees of
employee’s readiness of Abay Bank SC Bahir Dar city branches, therefore the hypothesis is
accepted. Individual intelligence also has a significant positive effect on employee readiness of
Abay Bank as a result this hypothesis is also accepted. The result by regression analysis found
that there was a significant positive influence of employees trust in their top management at
Abay Bank Bahir Dar city branches on their readiness to change, therefore the hypothesis is
accepted. The forth determinant, participation in decision making was insignificant to predict the
employee readiness of Abay Bank SC Bahir Dar city branches. Finally, pay/wages/rewards

found to have a positive significant effect on employee readiness of the bank and thus accepted.

5.2. Conclusion

The study was set out to explore the effect of five factors on employees’ readiness for
organizational change in Abay Bank SC Bahir Dar city branches Such as employee’s readiness
to change as a dependent and quality of communication, individual intelligence, trust in top
management, participation on decision making and pay/wages/rewards as independent variables.
Each survey tool was measured using a five-point Likert-type scale (i.e., strongly disagree to
strongly agree). Theoretical literature and recent empirical findings on this subject and
specifically in the banking sector context were supportive. Investigating the effect of these five
predictors on readiness for organizational change is the general objective of the study and the
statistical result confirmed that trust in top management is better determinant followed the

quality of communication. Individual intelligence and pay/wages/rewards were found to be the
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next significant factors that affect employee readiness. The statistical result also confirmed that
participation in decision making is not a significant predictor of readiness for organizational

change in this study.

5.3. Recommendations

Based on the findings and conclusions of the study, the researcher would like to give the
following recommendations to the concerned bodies of Abay Bank SC Bahir Dar city Branches.
To improve the worker’s readiness for an organizational change the bank should try to provide
training and awareness creation programs for the proposed change, so that they can perceive any
change in the organization is an opportunity for their career.

To gain the full trust of employees on their managers, minimize the possible resistance by the
employee’s, and to retain the existing trust by employee’s managers must be committed enough
and have a complete content knowledge on the changes being implemented. The top
management should be trustful to employee about the change to be introduced and initiate
change efforts.

Abay Bank SC Bahir Dar branches employee have positive perception of change readiness and
this should be encouraged so, the employees have to paid well according to their experience and
skill to bring good feeling about the change, in addition the management bodies has to
communicate well and timely about change to make ready the employees for change.

The findings of regression analysis showed quality communication, individual intelligence; trust
in top management and pay/wages/rewards predicted change readiness, therefore the
management of Abay Bank SC Bahir Dar city branches should make aware of predictors before
change initiatives are implemented.

Finally, even though, participation in decision making, is insignificant according to the result, the
management body of Abay Bank shouldn’t totally ignore this variable since it has significant

effect in the previous research results.
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5.4. Suggestions for Future Research

This study was undertaken by considering the relationship between determinants of employee’s
readiness particularly (quality of communication, individual intelligence, trust in top
management, participation in decision making and pay/wages/rewards) and employee’s readiness
to change. However, to generate achievable policy strategies and development targets concerning
employee’s readiness, there are other additional variables and mediating variables that have a
role in the readiness of employees, and therefore future researchers should consider these
variables. Furthermore, this study was limited to Abay Bank SC Bahir Dar city branches; it will
be good for future researchers to focus on other districts and branches of the bank other than
Bahir Bar city.

In addition, it will be better for future researchers to focus on Banks other than Abay Bank SC to
generate stable and achievable policy for Banks with regard to worker’s readiness on

organizational change.

50



Reference

Ahmed, S. (2019). Determinants of Employees Readiness for Organizational Change: The Case
of Awash Bank, North West Region, Ethiopia. Ethiopian Journal of Business
Management and Economics, 2(2), 32-32.

Alvi, S. A., & Ahmed, S. W. (1987). Assessing organizational commitment in a developing
country: Pakistan, a case study. Human Relations, 40(5), 267-280.

Alwadaei, S. A. (2010). Employee’s perception of, and satisfaction with, performance appraisal

System. International Journal of Service Industry Management, 14(2), 17-33.

Aman, G. (2016). Assessment of the Practices, Challenges and Prospects in Implementation of
Organizational Change: The Case of Splitting Ethiopian Electric Power
Corporation (Doctoral dissertation, St. Mary's University).

Anderson, A., Linda, Anderson, & Dean. (2001). The Change Leader's Roadmap : How to

Navigate Your Organization's Transformation Practicing Organization Development
Series. US: John Wiley & Sons, Inc. (US).

Armenakis, A. A., & Bedeian, A. G. (1999). Organizational change: A review of theory and
research in the 1990s. Journal of management, 25(3), 293-315.

Armenakis, A. A., & Harris, S. G. (2009). Reflections: Our journey in organizational change
research and practice. Journal of change management, 9(2), 127-142.

Armenakis A. A. & Harris, S. G. (2002) Crafting a change message to create transformational
readiness. Journal of Organizational Change Management, 15(2), 169-183.
Armenakis, A. A., Bernerth, J. B., Pitts, J. P., & Walker, H. J. (2007). Organizational change

recipients' beliefs scale: Development of an assessment instrument. The Journal of applied
behavioral science, 43(4), 481-505.
Armenakis, A. A., Harris, S. J. and Mossholder, K. W.(1993). Creating Readiness for
Organizational Change. Human Relations, 46(6), 681-703.

Balcescu N. 2013. Affective organizational commitment, continuance organizational
commitment or normative organizational commitment?. Management and Economics.
2(70):192-197.

51



Barnett, W. P., & Carroll, G. R. (1995). Modeling internal organizational change. Annual review
of sociology, 21(1), 217-236.

Bekele, A. (2018). An assessment on factors affecting employees’ readiness towards the
implementation of performance management system: the case of commercial bank of
Ethiopia Bahir Dar city branches. A thesis submitted in partial fulfillment of the
requirements for the degree of master of business administration. Bahir Dar, Amhara,

Ethiopia: unpublished work.
Bennett J. L. (2001). Change Hygiene, HR Magzine, 46(8), 149.

Bernerth, J. (2004). Expanding our understanding of the change message. Human resource

development review, 3(1), 36-52.

Bies, R. J. (1987). The predicament of injustice: The management of moral outrage. In
Cummings, L. L., and Staw, B. M. (eds.), Research in Organizational Behavior, Vol. 9,
JAI Press, Greenwich, CT., pp. 289-319.

Biniyam, A. (2018). Antecedents of employee readiness to change the case of Dashen bank SC
Bahir Dar district. A thesis submitted in partial fulfillment of the requirements for the
degree of masters of business administration. Bahir Dar, Amahara Region, Ethiopia:
Unpublished work.

Bordia, P., Restubog, S. L. D., Jimmieson, N. L., & Irmer, B. E. (2011). Haunted by the past:
Effects of poor change management history on employee attitudes and turnover. Group &
Organization Management, 36(2), 191-222.

Bordia, P., Restubog, S.L.D., Jimmieson, N.L., & Irmer, B.E. (2007). Haunted by the past:
Effects of poor management history on employee attitudes and turnover. Academy of
Management Proceedings.
Bovey W.H. & Hede, A. (2001) “Resistance to organizational change: The role of defense
mechanisms”. Journal of Managerial Psychology, 16(7), 534.

Chaudhary, A., & Singh, S. S. (2012, September). Lung cancer detection on CT images by using
image processing. In 2012 International Conference on Computing Sciences (pp. 142-146).
IEEE.

52



Chawla, A., & Kelloway, E. K. (2004). Predicting openness and commitment to
change. Leadership & Organization Development Journal, 25(5), 485.

Chrusciel, D. (2006). Considerations of emotional intelligence (EI) in dealing with change

decision management. Management Decision, 44(5), 644-657.

Cinite, 1., Duxbury, L. E., & Higgins, C. (2009). Measurement of perceived organizational
readiness for change in the public sector. British Journal of Management, 20(2), 265-277.

Collins, D. (1998). Organizational Change- sociological Perspectives. New york: Routledge.

Cooper, D. R., Schindler, P. S., & Sun, J. (2006). Business research methods (Vol. 9, pp. 1-744).
New York: Mcgraw-hill.

Cooper, D., & Schindler, P. (2008). Business research methods (10th ed.). New York, McGraw-
Hill/Irwin.

Eby, L. T., Adams, D. M., Russell, J. E., & Gaby, S. H. (2000). Perceptions of organizational
readiness for change: Factors related to employees' reactions to the implementation of
team-based selling. Human relations, 53(3), 419-442.

Field, A. (2006), Discovering Statistics Using SPSS, Second Edition edn, SAGE Publications,
London.

Field, A. (2009). Discovering statistics using SPSS: Book plus code for E version of text (p.
896). SAGE Publications Limited; London.

French, W. and Bell, C. (1999) Organization Development — Behavioral Science Interventions.
for Organization Improvement, Sixth edition. Englewood Cliffs (NJ), PrenticeHall

French, W. L., & Bell, C. H. (1973). Organization development: behavioral science

interventions for organization improvement (No. HD38 F69).

George, J. M., & Jones, G. R. (2001). Towards a process model of individual change in
organizations. Human relations, 54(4), 419-444.

Grigorenko, E. L. and Sternberg, R. J. (2001). Analytical, Creative, and Practical Intelligence as
Predictors of Self-Reported Adaptive Functioning: A Case Study in Russia, Intelligence

Hair, E., Halle, T., Terry-Humen, E., Lavelle, B., & Calkins, J. (2006). Children's school
readiness in the ECLS-K: Predictions to academic, health, and social outcomes in first
grade. Early Childhood Research Quarterly, 21(4), 431-454.

53



Holt, D. T., Armenakis, A. A., Feild, H. S., & Harris, S. G. (2007). Readiness for organizational
change: The systematic development of a scale. The Journal of applied behavioral science,
43(2), 232-255.

Jeff M. (2007). The Challenge of Organisational Change: How Companies Experience It and
Leaders Guide It, Free Press, New York, NY.

Judge, T. A, Thoresen, C. J., Pucik, V., & Welbourne, T. M. (1999). Managerial coping with
organizational change: A dispositional perspective. Journal of applied psychology, 84(1),
107.

Keith, T. Z. (2006). Three and more independent variables and related issues. Multiple
Regression and Beyond.

Kerlinger, P., & Lein, M. R. (1986). Differences in winter range among age-sex classes of

Snowy Owls Nyctea scandiaca in North America. Ornis Scandinavica, 1-7.

Kock, N. (2013),“WarpPLS 5.0, User Manual, ScriptWarp Systems, Laredo, TX
Kotter,,s .(1996),change model. Journal of management development, 31(8), 764-782.

Lewin, K. (1950). Field theory in social science: selected theoretical papers (Edited by Dorwin
Cartwright.)

Lovely Professional University Phagwara, (2012) Organization Change and Development, New
Delhi-110028.

Lozano, R. (2013). Are companies planning their organisational changes for corporate
sustainability? An analysis of three case studies on resistance to change and their strategies
to overcome it. Corporate Social Responsibility and Environmental Management, 20(5),
275-295.

Luecke, R. (2003). Managing change and transition (Vol. 3). Harvard Business Press.

Mayer, J. D., Roberts, R. D., & Barsade, S. G. (2008). Human abilities: Emotional
intelligence. Annu. Rev. Psychol., 59, 507-536.

McKay, K., Kuntz, J. R.,, & Naswall, K. (2013). The effect of affective commitment,
communication and participation on resistance to change: The role of change

readiness. New Zealand Journal of Psychology (Online), 42(2), 29.

McShane SL, Glinow MAV. 2009. Organizational Behavior. New York (US): McGraw-Hill

54



Irwin.
Neves, Pedro. (2009). Readiness for Change: Contributions for Employee’s Level of Individual
Change and Turnover Intentions Journal of Change Management 9(2):215-231.
Nevo, B. and Chawarski, M. C.(1997).Individual Differences in Practical Intelligence and

Success in Immigration. Intelligence, 25 (2), pp. 83-92.

Penley, L. E., & Gould, S. (1988). Etzioni's model of organizational involvement: A perspective
for understanding commitment to organizations. Journal of Organizational Behavior, 9(1),
43-59.

Pihie, Z. A. L., & Akmaliah, Z. (2009). Entrepreneurship as a career choice: An analysis of
entrepreneurial self-efficacy and intention of university students. European journal of
social sciences, 9(2), 338-349.

Prosci Webinars. (2019). Prosci Webinars. Retrieved from The Prosci ADKARModel:

WWW.prosci.com/webinars

Rafferty, A. E., & Simons, R. H. (2006). An examination of the antecedents of readiness for fine-
tuning and corporate transformation changes. Journal of business and psychology, 20(3),
325.

Reichers, A. E., Wanous, J. P. and Austin, J. T. (1997). Understanding and Managing Cynicism
about Organizational Change. Academy of Management Executive, 11 (1), pp. 48-59.

Riddell, R. V., & Rgisland, M. T. (2017). Change Readiness Factors influencing employees’
readiness for change within an organisation: A systematic review (Master's thesis,
University of Agder).

Robert, M. G. (2002). Contemporary strategy analysis: Concepts, techniques, applications.5" Ed.
Blackwell Publishing Ltd, Oxford, UK.

Shah, N. (2009). Determinants of employee readiness for organizational change (Doctoral

dissertation, Brunel university brunel business school PhD theses).
Stephanie. (2015). Homoscedasticity / Homogeneity of Variance/ Assumption of Equal

Variance.

55



Sternberg, R. J. (1985). Implicit theories of intelligence, creativity, and wisdom. Journal of

personality and social psychology, 49(3), 607.

Susanto, A.B. (2008), Organizational readiness for change: A case study on change readiness in
a manufacturing company in Indonesia, International Journal of Management Perspectives,
2(1), 50-61.

Tabachnick, B. G., & Fidell, L. S. (2007). Experimental designs using ANOVA (p. 724).

Belmont, CA: Thomson/Brooks/Cole.
Vakola, M. (2013). Multilevel Readiness to Organizational Change: A Conceptual Approach.

Journal of Change Management, 106.

Vakola, M. and Nikolaou, L. (2005). Attitudes towards Organizational Change. What Is the Role
of Employees™ Stress and Commitment? Employee Relations, 27(2), 160-174.

Wanberg, C. R. and Banas, J. T. (2000). Predictors of Outcomes of Openness to Changes in a
Reorganizing Workplace. Journal of Applied Psychology, 85 (1), pp. 132-142.

Weber, P. S. and Weber, J. E. (2001). Changes in Employee Perceptions during Organizational
Change. Leadership and Organization Development Journal, 22 (6), pp. 291-300.

Weeks, W. A., Roberts, J., Chonko, L. B., & Jones, E. (2004). Organizational readiness for
change, individual fear of change, and sales manager performance: An empirical
investigation. Journal of Personal Selling & Sales Management, 24(1), 7-17.

Yemane, T. (1967). Statistics, An Introductory Analysis, 2" Ed., New York: Harper and Row

56



Appendixes

Appendix I — An English Version of Survey Questionnaire

BAHIR DAR UNIVERSITY
COLLEGE OF BUSINESS AND ECONOMICS
DEPARTMENT OF MANAGEMENT

REGULAR MBA PROGRAM

SURVEY QUESTIONNAIRE
| am Tabot Feleke, post graduate student in Bahir Dar University. Currently, | am doing my
thesis entitled: “The Determinants of Employee Readiness for Organizational Change: The Case
of Abay Bank SC Bahir Dar City Branches” for the partial fulfillment of Masters of Business
Administration. The study is purely for academic purpose and report in aggregate wise with high
confidentiality and thus will not affect you in any case. So, your genuine, frank and timely
response is vital for successfulness of the study. Therefore, 1 kindly request you to respond to

each items of the question very carefully and I thank you in advance for your kind cooperation.
For more information, please contact me

Email: tabfelekel6@gmail.com
Section | — Demographic Information

Please complete the following biographical information by ticking (V) from the alternative that is

the most applicable answer to you regarding each following item.

1. Sex: Male [] Female [}
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2. In which age group are you?

Under 25 years [ 26-35 years [
3. Marital status: single [0
4. Educational level: Diploma [
5. Years of service/working period:
Less than 1 year [ 1-5years [

6. Please indicate your job category

3645 years [

married [

Degree [

6-10 years [

46 and above [

divorce [J

Master &Above [

Over 10 years [

Section Il- Determinants of Employee’s readiness to change Instructions:

Please tick (V) the number that you feel most appropriate, using the scale from 1 to 5 (Where 1 =

strongly disagree, 2 = disagree, 3 = neutral, 4 = agree and 5 = strongly agree). Make sure your

response is depending on the ongoing change which is under implementation in your

organization.

Statements

1
(strongly

disagree)

2
(disagree)

3

(neutral)

(agree)

5
(strongly

agree)

Change and change readiness

1. I know what the vision of the change is

2. | was aware of the reasons why change

was needed

3. I think the change was well-planned by

the organization

4. The scope of the change was appropriate

and achievable

5. | felt I can handle the change easily
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Statements

1
(strongly

disagree)

2
(disagree)

3

(neutral)

(agree)

5
(strongly

agree)

6.1 feel the change builds a sustainable
growth platform

7.With the implementation of the change, |
believe there is something benefited me

8. | feel the implemented change needs

improvement

9. This organization needs a new change

Communication

10. There was intensive communication
adopted to create awareness and
understanding of the change vision

throughout the organization

11. The change was communicated

effectively within the department

12. The communications | had received

about the change have been useful

13. The communications | had received

about the change have been well-timed

14. 1 understood how I can provide
feedback on the change

15. Some failure in internal communication
has sometimes led to the failure of

implementation of change

Individual intelligence

16. | have the necessary skills and
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Statements

1
(strongly

disagree)

2
(disagree)

3

(neutral)

(agree)

5
(strongly

agree)

knowledge to make this change work

17. The organization provides appropriate

training for those who need it

18. The staff at the organization have the
skills required for this change and they
handled it

19. I am confident in learning and

developing new skills relevant to my job.

20. | feel the change build operational and

employee-related capability

21. | have the skills that are needed to
make the change work.

22. When the change implemented, | can
learn everything that is required by the

adoption of the change

Trust in top management

23. The senior managers are committed to

the change

24. There is visible leadership of the

change by the managers

25. Management has sent a clear signal that

the organization will change.

26. The managers have been supporting the

staff during the change

27. Managers Provide Positive Work

Environment for employees
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Statements

1
(strongly

disagree)

2
(disagree)

3

(neutral)

(agree)

5
(strongly

agree)

28. | had the opportunity to discuss the

change with my line manager

29. Our senior leaders have encouraged all
of us to embrace the change.

Participation in decision making

30. The organization’s top decision-makers
invited employees to participate in the
change decision-making process.

31. I have been invited to contribute my
opinion to the change implemented

32. | have been given some responsibility
for the change development process

33 I have been invited to participate in the
decision of implementing the change

Pay/wages/rewards

34. Because of the change, my work
reward is proper given my training and

education

35. Because of the change, my work
reward is proper given my effort that |

input

36. Because of the change, my work

reward is proper given my work experience

37. Because of the change, my work
reward is proper given my work

responsibilities
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Statements

1
(strongly

disagree)

2
(disagree)

3

(neutral)

(agree)

5
(strongly

agree)

38. Because of the change the procedures
used to determine my pay raise are fair and

consistent

39. Because of the change, if | get another
job different from this one in other
organization and paying the same amount,

| would take it

40. Being the worker of this organization, |

am happy.

Thanks for Your Cooperation and Time!
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Appendix I1- An Amharic Version of Survey Questionnaire

% 7

NAC 8C RLACA
NHINT AhFmhh hA S
M8yt TIRUCT hed
a eN§ MBA aeCY 9.
ammMmeP

AL 30T LAP NNUCSC RINCAL PRUL IRl +T¢ 1% NALF @%T “ALSCEFR AT
PALHET HIEIT CH @ALPT-PANL NTA A.99 PNUC 8C N+9 SCIemET 827 NRA
CON PARY +AN (BA&) APRLAU 10x: mG+h AANSN GAGY NF AT ND&EA NN+
@APGRIF PHHIN NAPT NIF@T° id AR +ROF APALCNPFIC: DAHU T FNAAT ¢
48 AT @PFP FPARN ADGT+ NNFTIF NMI° ANKATL 10 NAPIT® AAPIST8. D PEPF
NMT$E ATLTM@AN NANNCT AMESAL ATTR AL FNNETU ANP LR ATRANTAL:
ANAM ao28 BUY AL ¢-A &Mpam
AR A: tabfelekel6@gmail.com
NPLm P mMLeT ATA LPLT NAUT NAN AAITAL::

h&d 1. AmPAL /5% N+aeAh+

ANDT NHU AEA ATHZHEGT M PPPF NIRCamPE &F AT NA ADFT P(\) T2ANT
NM@APm FAAAT 10, PATY ARAN £IBL My

1.9 @IL (] 1%
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2. 002 hAQ?

h 25 N3+ [ N 26-35 (] N 36-45 [ 46 AT NH.P NAL [
3. PINF U F: PAIN/T [ £IN/F [ PLFIF [
4, 0F9UCT £28: & T [ 8¢ (] UFA+E 294 A NH.P NAL [

5. PATAI At HARY:
h 19+ 0+ 1-590@%F(] 6-10 %™ [ N10 4@+ NAL ]

6. PACAP Ph¢ P LN

h&A 2. NAQ.M- K2 P PNAL+HE M. HI 8. 14

MDY NHU N&A ATHIHGT DPePTF NmPePE &t ALt NAQ ATMZH () AR
NM@APM FANAT 10 PATT GOAN £9°/Me: 9PAR PORAMF NN AP+ELT P
AQMFY QAT NTRLL 0L, Need-A AANTITIIE 2. KANTIERGE 3. NAR Mm% AATITIAL 4,
ANTITAL 5. NMI® ANTTYA Uhz:

aoo)\e, PF

1 (N6
AAh T go)
2
(hRAhaaygo
3 (N mr
AN MAU)
4
(Ahm AU
5 (Nmge
ANTMMAU)

AD.D AT AAD.M- PINCPTF HB. 1%

1. PA@M- -0L 92 R8T A SALs:

2. A@=m PALAINTT TPATLHF AD-$ TNC::

3. A®mM NECE+ NLYN PFdL 1M, NR ATPTAU::

4. PA@M- @AY HINT ALLANT PTRTFA 10.::

5. A®-M-7 NPAN ARRLID A7LIFA LATHT 1N ::
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ano) A b, P+

1 (N6

hAAN T I™)

(hRAhaaygo
3 (N Mm%
ANT AL

(R mAY-

5 (Nmgo
AhaaqAU-)

6. A-M- HA® PAETF AR 2R ATLM7IN AT A

7. NADM A+7INNC PMP®E 17C AA N& ATPTAU::

8. P++INZ® A APAARA AL PAL AT
LAMEA:

9. 2U &CET AN A PN ATPA::

+enn+

10. A@RAD- PLCE+ Nt T NAAGMD 0L “17HN
AGEMC P+MTNZ Y F1F INC::

11. PA@mM- YN NPAGA DN MLLT +RCAA £
@M NPT AR A28 +AAGA:

12. hA Ae-m- PN FO. ML LT MPT, NG

13. NA A P+PNANTFD AOLEPT oH, PFM Y
PMNE TNG-::

14, NAG-M AL A78F AN+HPPT ABAMT AT29F4
& FAF/TTHLO. 1N

15. N@-AMP 7%+ NP LA NAATT A787L 1H,
AADD A+INNC @-L T N TPF LUPT A

eAANN NAYUTT/ NPT
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ano) A b, P+

1 (N6
hAN 4 9)

(hRAhaaygo
3 (N Mm%
ANT AL

(R mAY-

5 (Nmgo
AhaaqAU-)

16. U A AT8,AN ANEALD: FieF AT AD-$F
AA::

17. £CE+ NAMST ATLLAT PECE+ NLtHET HINDTY
AAMT BAMA:

18. P2 CE+ Nt ETF AHU A P9 PNLATF NUATT
AALT@OI AQLM-T9° NHIN.G. Ut APTOM-T T0v::

19. N 4R IC +HMETT PATD-T A88.N AUATTT
NAaRaC AT NTSENC AL ATPTF AAY:

20. AD~M- PWL+E M h$ID ADALF PRLIT AHING
PO FA Y.

21. ADM- AT8 W ATR L9 PO, PN AT NUATT
AN

22. NA®M- A+INNC IC N+LPH PMLAFTT AUATT
AORARC Ho B 4%

NNAL Ah+88C AL PA AT

23. &+ 24 ANNPEER AADM- RCME TFO-:

24. NANT88LPT 9146 PUT PAD-D AAPGC AA::

25. A0D 4G BB+ A ATLMA7NC NO1AR AAMLEA
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ano) A b, P+

1 (N6

hAAN T I™)

(hRAhaaygo
3 (N Mm%
ANT AL

(R mAY-

5 (Nmgo
AhaaqAU-)

26. NAD-M @PF AN+88LPTE AWL+ETE & I&
ALPRCT &L+PA::

27. NN ANERTMPTST N4 h&AT dPNhA PAM-
PUATRA +aINNT M4 10

28. NA@®M- 2P NPCN AAPR IC ATPDPPT AL A
INVACE:

29. N&+G AMLCFTT FATII® AR MY ATLTPNA
ANZF+O-GA i

N@-AL AAMm AL PA +ATE

30. P2CE+ N&E+T AL AGBLPTF NetEFT NAGRM
@A AAMD Y2+ ™A AT8.A+S INHPA =

3L At+INZ@m Al UANTY ATSNEAT HINHTAU::

32. NFING OPF AAGN ATYF YLF Paq aDAn+%
SALTF FAMRTA::

33 A@m-7 NaR+oNC AL AR ATEA+E +INHAU:

h&f/eaomH / RAMH+T

34. NA@-M- A7 2+ NNAMSTR AT NFIRUCT HAE+
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1 (N6
hAN 4 9)
2
(hAhTqm g
3 (N Mm*
AhMMAU)
4
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5 (Nmgo
AhaaqAU-)

ATRC P+ NN PN ARLN ThhA 10

35. NA@ M F2AT LT AL AN NNZNTRT ANTPRPT
Nt Mt ATRC PR NN PN AL ThhA

JXE

36. NA@M- 92N710F NA% PNS ATRLE AT9C
P+aeNN-Nt Ph& LN Fhnd 10v::

37. NA@M- F2N1 2+ NALPFI PG JALTFT AI8C
P+aeNN-Nt Ph& LN Fhnd 10v::

38. NA@-Mm- 92N LT PRAPMH e RT ACPMAY
MPI° AL PPAT anan/ PPF &FYP AT M §F M-

39. NA@M- AL+ NHU AA APALE NF PHAP 24
770G +aAAL adMT hNEAT N7 ATPAPS HE,
it

40. PHU BCET N&+a NARPE BT 17 =
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