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Abstract. The present research is focused on unraveling tmepéexities of and develop a framework for
change management in the private sector healthcaganizations. This research has also sought toaade the
understanding of the change management and chaagagement process within the field of healthcaganizations
in Bangladesh. The research method used in thisarel is a mixed methodology approach and seelstatd a
collective voice of employees for the major debateshange management within the healthcare orgaioizs in
Bangladesh. Data collection was semi-structureeriviews with purposive sampling to select respotgjewhich
included top executives, human resource manag&®sCand line managers. A clustered probability giamy method
has been carried out for the questionnaire survey analyzed the data with computer software SPB&rdsults show
that the employees' understanding and perceptionsrds change management plays an important roleheainge
management success. Also, change communicationoggahizational culture significantly impact the cige
implementation process in healthcare organizatiditse study also revealed that a high level of tasise to change
does not always negatively affect the change ingaation process.

Keywords: Change management, change communication, cultuaegeh resistance to change
and overcoming resistance.
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1. Introduction

In a highly competitive and turbulent business diothe dynamism for any organization's changes
became indispensable for greater success and exoell This result is that in most organizations thwre
public or private, they have already known the mme@non of change and often realize that if theynoan
change, they will perish (Nohria and Beer, 201d)a Icontinuously changing business environmentga
became the norm for most organizations in ordesustain their success and existence (Ackoff, 2016;
Burnes 2016; Hailey and Balogun, 2012; Kotter, 20dihtzberg, 2013).

Therefore, change has become an everyday phenonrewoon life (Burns, 2016). It became one of the
biggest challenges for organizations (Cowan-Saha@8x16) and, in today’s management literaturegrte
sends the message that organizations must charaydénto survive (Oijako et al., 2018). Despiletlze
emphasis put on change management by managememtsexgnd change management became a buzz word
in all the top corporations, the brutal fact isttabout two-thirds or more than 70% of changeatiites fail
to be implemented (Burnes, 2016; Beer and Nohridl 2B. 5). Likewise, Macredie et al., (2012) stateat
very vibrant organizations in the future, whethebl or private, must embrace the concept of changa
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continuous basis or be ready to become extinctdikesaurs. Meanwhile, Beer and Nohria (2011) found
that many organizations failed their change inites just because of a rush in the change proaeds a
thereby lost focus as well as becoming easily oketmed by the change initiatives in their organors.
Therefore, executing the change, whether publiprorate, is not easy to accomplish. Subsequerttly, t
dilemma is for the need for change, which orgaiomnat can complete correctly. Change management
experts like Burnes (2016), Kanter (2016), and Partel Waterman (2011) proposed the argument that a
of today’s organizations, including private sectwalthcare organizations are finding themselves in
volatile environment, whereby change managemerdrbes the ultimate necessity.

In Bangladesh's context, healthcare organizatidva@e management became an ultimate necessity
because its management and delivery were so obghbktit is unbelievable. But managing changeotsam
easy task (Burns, 2016); it is expensive, compbaxg takes time to achieve success. The healthcare
organizations need a perfect framework to make gdanccessful, or the result becomes merely a mespo
to the change initiative or is diluted by any remise to change. Most organizations respond wrotwgly
stakeholder needs and thereby lose ground and a#gese to exist (Hope, 2012).

Large scale change requires considerable acticitysa all healthcare industries (Maurer, 2017),itsut
lack of repetition and an effective model of chamggnagement means that effective change still resnai
very rare (Birken et al., 2018). With the highestoaint of failure rate in the change managemengatiies
(Maurer, 2017), the ability to identify and implemighe right change management framework frequently
eludes most change managers. The genuine reasoobafoge failure are change resistance, poor change
communication, top-down change management stratedgged workplace culture, and following the wrong
change models (Kotter, 2016; Werkman, 2017). Taretves are often responsible for making the caang
successful (Hope, 2012), but some are lacking Hiityato be change leaders (Kanter, 2016). Fretjuen
change failure breeds change resistance among weesi¢Ford and Ford, 2014), and thereby organiztio
face demoralization effects and bad consequences.

In a business context, there is a recognition fer hecessity of change in modern organizations.
However, questions arise for different elementst@nge management processes and how procedures have
been managed, and that still remains unansweresld@g 2014). Generally, theorists on the changega®
have always argued that change management's hagigsg is to bring stability in the organizatiomigh
will happen with fewer change initiatives (Weisbo009; Stacey 2016). Often this theory, guided by
scientific inquiries and rational theory developitésn based on the modernization process (Rick&@iL3).
Accordingly, Burns (2016) states that modern tiraes characterized by the hierarchical and mechanist
structure, which was based on the extreme kindabbr divisions and human control systems that help
suppress people's emotions and reduce independdividual actions. Clarke (2012) stated that the
availability of modernistic belief in the organizatal change process had dominated the top-down and
pragmatic approach that gives step by step direétiothe change managers.

Additionally, the ever-increasing pace of the wontarkets and governments pushes the need for
organizational development and effective strategy @ontinual basis (McHugh, 2013). Rather tharinmt
too much importance on a hierarchical or mechanistructure (Burnes, 2016, P.154) or top-down
approaches (Clarke, 2012), Turner (2009), Lowendetd Revange (2013) maintain that organizational
strategies must go beyond testing how the inteaindl external organizational context interacts angtm
examine the basic assumption and systematic tthhsre dictating organizational strategies.

Therefore, from the employees' perspective, ang kifi organizational change can impact their life,
whether directly or indirectly, as well as the matwf their work. The impact can be experiencedhsy
employee from the changed working situation, peakbenefits and their future aspiration. That is/whs
important for every employee to understand the gbarocess and analyze the effectiveness, thetigos
in it and the influence of the factors affectingitbives (Fullan, 2013). Clarke (2009) stated gangortion
of employees have not been given the opportunitgrigage in the change management process. It is
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detrimental to an organization to not recognizertemployees’ observations and views in relatiorthe
proposed changes in respect to their working enuent. The evidence comes from the private sector
healthcare organizations in Bangladesh and its @epk’ through the feedback and data gatheringepsoc
Consequently, all employees’ viewpoint in the ptévaector healthcare organizations has made a large
contribution to this research study.

It is one of the major phenomena that its key dtalders misunderstand the organizational change
process, and the underlying cause is often assumdxt that there is not a ready-made guideline for
understanding the change process. Most of the mestakeholders struggle to understand the coatpld
change process (Fullan, 2013). As a result, Durgpihy Stace (2016) emphasized the role of individual
employee’s influence that forces the change. Magogome private sector healthcare organizations
malpractices are existent in the common norms a@ingh management. As a result, the workplace has
become more turbulent and unpredictable. On thés ldisghis problem, management needs to reconsider
their change management approaches, directionspnatidation for all employees (Daft and Marcic, 2p1
These approaches are very important because he@tlocganizations might be moved away from the
hierarchical to equitable labor division that enre@es the democratic control system and indepevaarkt
environment (Burnes 2016). Strategic tools suclpmsess reengineering and downsizing might have
effective implications to the financial, technicahd operational aspects of healthcare organization

2. Research elaboration

This research study ‘An investigation into the ngeraent of change in private sector healthcare
organizations in Bangladesh: A mixed-method inqusyset within Bangladesh's private sector healtac
organizations area. This research study's primarpgse is to unravel the complexities of and dgvelo
framework for change management in the privateosdutalthcare organizations. In this context, some
important references have been made to employessm# private sector healthcare organizations wdre w
invited to share their views, perceptions, and egpees about current change and change management
processes. This study has used a mixed methodapgyoach and seeks to start a collective voice of
employees for the major debates of change managewitbim the healthcare organizations.

Considering the disadvantages and advantages diffieeent prevailing research methods, a mixed-
method approach is proposed for this study withatiy@ication of grounded theory (GT) methods. Gadrgh
theory is often derived from the inductive approdiadm the phenomenon it represents. The researcher
collected quantitative data through the survey gomesaires and qualitative data through the seroiettired
interviews. This research study followed the mixe€thodology, and the sampling strategy also toek th
mixed method of sampling. For the quantitative aesle, the clustered probability sampling methodeen
carried out amongst the private sector healthcaganizations employees within the different posisioage,
gender, and educational level of the healthcarearorgtions employees. With clustered probability
sampling, the researcher divided the population sgparate groups, then a simple random sample of
clusters was selected from the population. On therchand, for qualitative research, the researaked
non-probability sampling techniques and carried paurposive sampling. The total participants weredrO
the semi-structured interviews used in this reseaftie population from which the sample was setkcte
were mostly top executives, human resource mana@e&i®s, and line managers.

3. Results and discussion

3.1 Quantitative results and discussion:

The reliability test used in this research studynih that the reliability scale in the survey quastaire
rated very good. It shows a high consistency nun@&fr (Table 1) which means higher internal coasisy
across all the scales. Further, the reliabilityttef individual test was different than the ovesalhle. The
individual scale varied from 0.811 to 0.813, whattows that survey questionnaire has high levahtefinal
consistency. Therefore, the survey questionnaine lba used in order to examine the employees’
understanding and perception about change managémtée healthcare organizations in Bangladesh.
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Table 1: Cronbach’s alpha reliability statistics

Reliability statistics

Cronbach’s Alpha Cronbach’s Alpha Based on

Standardized Items N of ltems

811 .813 21
Sources: SPSS output-Cronbach’s alpha reliabiliaistics.

3.1.1 Spearmarcorrelations coefficient analysis:
The correlation and coefficient variables oftenused to show association between different vargalitas
also often confused with regression analysis bubime very basic differences. When an association is
measured numerically that gives both the stren@tth@ correlation coefficient and the direction tbe
relationship between two variables. The strengtthefrelationship is represented a positive, negair no
relationship. There are two more independent viegabave been chosen for hypothesis testing arsk the
are, understanding/familiarity with change manag&nad competitive advantage. These two variables
have positive relationships as well, as it is shemat understating/familiarity with the change nmgement
has a positive relationship with change and cortipetadvantage.

Table 2: Celation coefficient between variables

Familiar with Change Change and competitive
Management advantage
Familiar with Change Pearson 1 .362**
Management Correlation
Sig. (2-tailed) .000
N 300 300
Change and competitive Pearson .362** 1
advantage Correlation
Sig. (2-tailed) .000
N 300 300

** Correlation is significant at the 0.01 level {2iled).

The Spearman correlation test statisticsr=0.362, N=300, P<.001 indicate that better of
understanding/familiarity of change management pritivide competitive advantage during change. Tleere
positive relationship between these two variablere p=<.001 it means the probability of getting
correlation coefficient at least big a sample of3R& people if the null hypothesis were true theses wo
relationships between these variables were very lowfact, all the significance values are belowe th
standard criteria of p<0.05 it means a statistcsiljnificant relationship exists.

Furthermore, this research study selebter more important independent variables, and tleese
cultural support and change implementation proc&s® cultural support and change implementation
process have positive relationships and often ipesitulture supports the organizational change
management process in implementing change suctigssfu

Table 3: Correlation coefficient between variables
Cultural Support Change Implementation Process
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Cultural Support Pearson Correlati AQT7**

Sig. (2-tailed) .000

N 300 300
Change Implementation Process Pearson Correlation 497

Sig. (2-tailed) .000

N 300 300

** Correlation is significant at the 0.01 level (@ed).

The Spearmanrelationship test statistics r=0.497, N=300, p=<00ikse results indicate that the
relationships between the two variables is modiraiesitive. It means that where cultural suppert
available or flexible culture prevails, the charigglementation process would be much easier, assl le
resistance would be faced. Whexe<.001 it means the probability of getting corrigatcoefficient at least
big a sample oN=300 people if the null hypothesis were true, thees no relationships between these
variables were very low. In fact, all the significe values below the standard criteriapgD.05 and it
means a statistically significant relationshipxgstent.

One hypothesis has been developed abheutlationship between communication and resistdao
change. Now presented below are the relationskdpgden the variables. Effective communication aadt
resistance to change have very strong positivéioakhips. TheSpearmamelationship test statistic=0.855,
N=300, P=<.001that indicates thdeast resistance to change has very strong reddtijpos with the effective

communication. It means if the effective communaatncreases then the resistance to change wauld b
decreased.

Table 4: Correlation coefficient between variables
Effective Communication Least Resistant to Change

Effective Communication Pearson Correlation .855**

Sig. (2-tailed) .000

N 300 300
Least Resistant to Change Pearson Correlation 855*

Sig. (2-tailed) .000

N 300 300

** Correlation is significant at the 0.01 level {@iled).

As the correlation coefficient valte0.855 and is positive amE<.001 it means that the probability
of getting a correlation coefficient at least ag in a sample oN=300 people, if the null hypothesis were
true there was no relationship between these Jasatvas very low. In fact, all the significancdues are
below the standard criteria @<0.05 and it means a statistically significant tietaship existent.The
variable change management process and resistanchange is positively related but this positive
relationship is very weak. The variable changestasce result of r=0.072, N=300 and p=0.212 itqatkd
that there is a positive relationship between Wwe\ariables, but this relationship is very weak.

Table 5: Correlation coefficient between variables

Change Implementation process Change Resistance
Change Implementation process Pearson Correlat 0.072
N 300 300

Change Resistance Pearson Correlation 0
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N 300 300
** Correlation is significant at the 0.01 level {@Hed).
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As the correlation coefficient value0.072 and it is positive ane->0.212 it means the probability of
getting correlation coefficient at least as bigaisample oN=300 people if the null hypothesis were true
there was a relationship between these variablas,wsry high. In fact, all the significance valugsthe
standard criteria gb>0.05 and it means a statistically significanttielasship was not existent. It means high
level of resistance to change will negatively affstange management process is not true.

Therefore, an examination of Chi-squas table will enable us to make sure whethemtterns
developed in the cross-tabulation table are sicgnifi or not. In the following Chi-square test ihdse noted
that the Chi-square test is a non-directional hygsis and that is indicated by the asymptotic &garice (2
sided).

Table 6: Chi-square tests

Chi-square test

Value  df  Asymptotic Significance (2-sided)
Pearson Chi-Square 61.484a 4 .000
Likelihood Ratio 17.833 4 .000
Linear-by-Linear Association 39.078 1 .000
N of Valid Cases 300

a. 6 cells (66.7%) have expected count less than &.mihimum expected count is .05.

In analyzing the above table output it is cleat tiree of the important assumptions of the Chi-sguest has
not been violated, that is the expected cell fragigs must not be the less than 5. The importamg tin the
Chi-square test is the value of Pearson Chi-soth@B84 with the 4 degrees of freedom, which isifiant
at the p<.001 level. So that it can be like,

X? =61.484, df=4, p=<.001
The Chi-square test is usually used to determinetlven the association in the cross tabulation is a
significant one. In the above Chi-square table,gh&lue is less than p<0.05. However, to be sicity
significant the probability value to be 0.05 or deraIn this case, we have found that the p vaduess than
0.05. Therefore, it can be concluded that themggsificant relationship between two variables. etethe
hypothesis, better understanding of change managemél provide competitive advantage, has a
statistically significant association.

Therefore, an examination of Chi-square test tahilé enable us to make sure whether the patterns
developed in the cross tabulation table are sicgmfi or not in the following table, it can be notkdt the
Chi-square test is a non-directional hypothesisthatis indicated by the asymptotic significan2esided).

Table 7: Chi-square tests

Chi-square test

Asymptotic Significance (2-sided)

10
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Pearson Chi-Square 128.348a 4 .000
Likelihood Ratio 91.335 4 .000
Linear-by-Linear Association 73.732 1 .000
N of Valid Cases 300

a 3 cells (33.3%) have expected count less thdm®& minimum expected count is .44.

In analyzing the above table 5.13, it is clear thrad of the important assumptions of the Chi-sgtesthas
not been violated. That is the expected cell fragies should not be the less than 5. The impottémg in
the Chi-square test is the value of Pearson Crareq®28.348 with the 4 degrees of freedom, which is
significant at the p<.001 level. So that it carlike,

X? =128.348, df=4, p=<.001
The Chi-square test usually is used to determinethen the association in the cross tabulation is a
significant one. In the above Chi-square table,gh&lue is less than p<0.05. However, to be sicity
significant the probability value needs to be OcdSmaller. In this case we have found that thalperis
smaller than 0.05. Therefore, it can be concluded there is significant relationship between tve t
variables. Hence, the hypothesis that the bettetenstanding of change management will provide
competitive advantage has a statistically signifceaassociation.

However, an examination of the Chi-ggquist table enables us to make sure whetherétterp
developed in the cross-tabulation table is sigaiftcor not. In the following Chi-square test tablesan be
noted that the Chi-square test is a non-directidngdothesis and that is indicated by the asymptotic
significance (2 sided).

Table 8: Chi-square test

Chi-square test

Value df Asymptotic Significance (2-sided)
Pearson Chi-Square 29.041a 8 .000
Likelihood Ratio 19.234 8 0.014
Linear-by-Linear Association 0.834 1 0.361
N of Valid Cases 300

a 9 cells (60.0%) have expected count less thah&minimum expected count is .14.

The analysis the above table output shows thatobtiee important assumptions of the Chi-square hast
not been violated, expected cell frequencies shoatdbe the less than 5. The important thing inGhé
square test is the value of Pearson Chi-squardl 2dtf the 8 degrees of freedom, which is significat the
p<.001 level. So that it can be like,

X?=29.04, df=8, p=<.001
The Chi-square test is usually used to determinetlven the association in the cross tabulation is a
significant one. In the above Chi-square table,ghalue is less than p<0.05. However, to be siedity
significant, the probability value needs to be Ood3ess. In this case we have found that the peved less
than 0.05. So that it can be concluded that trsesighificant relationship between the two variabldence,
the hypothesis better understanding of change neamewgt will provide competitive advantage has a
statistically significant association. Therefore,examination of Chi-square test table will enaldg¢o make
sure whether the patterns developed in the crdmsation table are significant or not. In the feliag Chi-
square test table, it can be noted that the Charsgtest is a non-directional hypothesis and whaidicated
by the asymptotic significance (2 sided).

11
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Table 9: Che-square tests

Chi-square test

Value df Asymptotic Significance (2-sided)
Pearson Chi-Square 21.226a 4 0.000
Likelihood Ratio 10.628 4 0.031
Linear-by-Linear Association 5.809 1 0.016
N of Valid Cases 300

a 3 cells (33.3%) have expected count less thdmé& minimum expected count is .19.

In analyzing the output from the above table, itlsar that one of important assumption of the stiuare
test has not been violated. That is the expectkdrequencies must not be the less than 5. Theoitapt
thing in the Chi-square test is the value of PearGhi-square of 21.226 with the 4 degrees of fragdo
which is significant at the p<.001 level. So thatan be like,

X?=21.226, df=4, p=<.001
The Chi-square test usually used to determine venékie association in the cross tabulation is aifségnt
one. In the above Chi-square, table the p vallesssthan p<0.05. However, to be statistically ificemt the
probability value must be 0.05 or smaller. In ttase it is found that the p value is smaller th&®% 0So that
it can be concluded that there is significant refeship between the two variables. Hence, the gxi
that a high level of resistance to change will effeegatively on the change implementation probessa
statistically significance association.

3.2 Quialitative results and discussion:

Qualitative data is often described as approximatii@t characterizes nature. This data types non-
numerical and often collected through observatioos groups and/or interviews. This research sseai-
structured interviews with 10 participants, who lh@en chosen by purposive sampling. The intervieere
transcribed and analyzed. The qualitative datayaisa(QDA) computer software Nvivo has been used to
organize, makes sense of the data, theme develtped overall present the qualitative data sets the
research.

3.2.1 Interviews most common words:

Most common word or most cited wardall interviews are change, then after manageraadt
communication. These words are mostly cited in ititerviews and developed following (Figure-5.27)
themes using Nvivo. In any change management pspaasnmunication is vital, and without proper
communication change management will definitely umsuccessful. Some other words come after the
communication and these are implementation, prooas®n and culture and these all words are the
important part of the change management process.

12



URL: http://www.reaser.eu
e-mail: editors@reaser.eu

= ISSN: 22476172, ISSN- L: 2247-6172
j |4 Review of Applied Soci- Economic Research
R @_D)Z R (Volume 20, Issue 2/ 2020), 5-16

Fig. I Interviews most common wot

experience
8
_ success = Pproblem
_ § _ organizational § jure
S ophine please company
B8 Sactars peopnle organization
vision = think
—1 a
‘= —
s 3
E =
= = D s O =
E _S=s=E55 o == =
v— E o= = = — K- -
ek — S G & = =executive
= [~ —
S=E= 8 S b — P S resun
= ‘= = @ ‘o» S recommendation
—] &) 9 = cultural
“ e [—1 =
= S differences
&= processes
E S
e =

3.2.2Themes clustered by word similarities and differenes

The horizontal branching diagram shows similar woad items that are clustered on isame
branch and what is different is in the other brarithe nodes that have a high similarity, based ha
frequencies of this words have been shown togetimet,which nodes have lower similarity, based @&
frequencies, are positioned in the denram further apart.

Fig. 2: Themes clustered by word similarities aiffboence:
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|: Kev Factors of resistance

Recomendation for change management

Cwerview of change management

Resistance to change

| Factors associated with resistance

steps to overcome resistance

4 { { h.'mr__]r,' Vision

Eftective change communication

Cultural Factors associated with ¢change

ritical success factors for change

Recomendation for solution
Change Management

Change managenent process

| Change and Culture

' Change Communication

In the abovedendrogram it is clear that t nodes key factors of resistance and the recommenddr
change management have most similar words basd#tedinequencies used by the participants. The n
‘change and culture’ and ‘change communicationb disve very strong relationships basedthe word
frequencies participants used in the interv On the other hand, the nodes ‘change communicasind
‘key factors of resistance have a much lower degfeelationships shown in the graph. The nodesigé
‘management and change managemercess’ are very closely related to each other aadetiwo node
have a very distant relationships to the nodesrighaand culture, change communication, key faab
resistance and recommendation for change manags

3.2.3 Project magraphical illustration of themes and its connectior

The project map is used here to represent the gaphustration of the different themes that h
been used in this research. Especially represetitagifferent connection amonhe all the nodes is bas
one participant. The following project map is a vediyisually exploring the data used in this reshand i<
based on the participant Foysal's interview. THéedint shapes of connection have been developsed
on, for exarple, Foysal's provide opinion about change managéraaed it has two si-themes that are
related with the themes change management angribjesct map shows it clearly. Another example et
the theme cultural change has been developed loasttke paicipant interview. There are two more -
themes under the theme cultural change. These thameecultural factors associated with the chamgk
change and culture, both have interrelation

Fig. 3: Project magraphical illustration of themes aconnection

14
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Though change is constant in everyday life, itdsjast a natural phenomenon, and it is a veryadilif
task to be handled in the organizations. Usualiygnge creates a crisis that is very cri to manage in
organizations. Such an upheaval in the organizdtasna fe-reaching impact on its key stakeholders anc
organizations itself. Most academics plus pract#éis are attempting to search for a best practiteng a
repertoire of potentiathange drivers developed elsewhere, but every @ is best at their ow
adaptation and customization for its own uniquenthleéSometimes what works well for one organiza
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might not be suitable for others. That is why 8tisdy’s approach to change management tends td gsse
uniqueness. Further, this research has soughtvened the understanding of the change management an
change management process within the field of heale organizations in Bangladesh. The scope sf thi
research was to investigate the management of ehamgprivate sector healthcare organizations in
Bangladesh. Based on the various reviews and extkefiterature of the study as well as theoretical
perspective, an integrated conceptual frameworlkbkags developed in relation to employees’ undedatgn
and perception, change communication, cultural geaand resistance to change.
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