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Abstract 

This study  reviewed employee performance through strategic management change using state 
-owned universities in Delta State.  The determining objectives were employee involvement and 
organizational culture use. The study used a cross-sectional survey research design.  The target 
population consists of 2820 staff (Academic and Non-Academic) of selected tertiary institutions 
in Delta State. A sample size of 338 employees was selected using simple random sampling 
technique. Primary data was collected using questionnaires. Analysis was done using 
descriptive statistics and presented using graphs and tables. The STATA Software package 
(Version 13.0) was used to analyze the data collected for this study.  The results showed that 
there is a significant relationship between change leadership, change communication and 
employees’ performance. The study further revealed that employee involvement has a great 
impact on employees’ performance. A strong organizational culture creates synergy and 
momentum that encourages teamwork and enhances employee performance. The study 
concluded that employee involvement and organizational culture, influence the performance 
of employees positively. Also, the study demonstrated that though organizational culture is 
invisible, it has a subtle and far-reaching tangible effect on any change effort.  
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1. INTRODUCTION 

The world economy has become more dynamic because of increasing globalization. In today’s 

business environment, it is obvious that nothing remains the same. The rate of change which 

business organizations face has increased over the last five decades (Olubayo 2014). This can 

be attributed to increased advancement in information and communication technology, 

increasing democratization and liberalization of economies across the globe. Change has 

become inevitable and a regular feature of business life. Since change has been identified as a 

constant in business life, it is necessary that the needed attention should be given to change 

management to guarantee increased business performance. 

Managing the effect of change on employees consists of a hard side and a soft side. The hard 

side refers to the processes, systems, strategies, tactics, and technologies that will help to 

implement changes and the soft side involves behavioral and attitudinal changes (such as 

persuading, reassuring, and communicating, identifying, and addressing emotional reactions, 

influencing, and motivating) that will allow the hard changes to be successful (Chien, 2015). 

Although change has become accepted as critical to institutional survival, most change 

activities fail to achieve projected results (Cropanzo,  Anthony,  Daniels &  Hall, 2017).  In 

any case, one thing is to deliver a transitory change and another thing is to support it.  For 

sustained performance, must be competent enough to oversee change.  This study focused on 

the soft side of the change and how effective management of the human side of change can 

result in improved employee performance. This was done by looking at some variables of 

Change Management (Change Leadership, Change Communication, Employee Involvement 

in the change process, Employee Training and Development and Organizational Culture) and 

Employee Performance. 

In Africa, like the rest of the world, change is inevitable. Most African countries have 

undergone series of changes. Universities in Africa have gone through tremendous changes 

due to growth and expansion of institutions of higher learning. To compete globally, 

universities have embraced change management factors such as culture, technology, 

leadership, and structure which affects both employee and organizational performance. 

They still must embrace change based on the current dynamics of university education 

worldwide. The institutions are still in the process of restructuring to meet the requirements of 
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the Nigerian University Commission. They must implement and constitute new structures, 

technology, culture, and leadership changes to meet their goals and objectives. 

The problem. 

Identifying the need for organization-wide change and leading organizations through change 

is widely recognized as one of the most critical and challenging responsibilities of 

organizational leadership. Implementing successful change programs in organizations is quite 

problematic.  The low success rates of change programs are often attributed to resistance to 

change on the part of employees. Although planned change is intended to make the 

organization more effective and efficient, resistance from members of the organization is 

expected as they foresee potential threats that can affect their future. This study seeks to address 

this by examining the human aspect of the change process and how effective change 

management strategies can affect employee performance. Employees react to change based on 

its personal impact on them. Perceived favorable impacts generally lead to support for the 

change and perceived unfavorable impacts may lead to change resistance. 

Objectives 

1. to establish how Employee Involvement in the change process influences Employee 

Performance. 

2. to determine the relationship between Organizational Culture and Employee 

Performance. 

Hypotheses 

H01 There is no significant relationship between Employee Involvement in the change 

process and Employee Performance. 

H02 There is no significant relationship between Organizational Culture and Employee 

Performance. 

2. LITERATURE UNDERPINNINGS 

Change Management 

According to Greener (2010) in Schutte-Lyth, Chetty and Karodia (2016), all employees will 

go through change management at some point in their working life. Managers must understand 
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that change does not always mean improvement, but improvement always means change. 

Managers become true leaders by understanding team motivation and encouraging engagement 

thereby laying the foundation for the positive impacts of successful change management. 

To obtain the right business target, any change should have the right process to follow by way 

of acknowledging the technical and people side. The objective is to help the individuals 

impacted by the change to be successful by building support, addressing resistance, developing 

the required knowledge and ability to implement the change, and ultimately making successful 

personal transitions resulting in the adoption and realization of change.  

Employee Involvement 

 Employee involvement is a process for empowering employees to participate in the process of 

managerial decision-making and improvement activities appropriate to their levels in the 

organization because at the end of the day the only thing that differentiates one organization 

from another is its people (Thomas, Tendai, Zororo & Obert, 2019). Change management 

research (Zhou, Hu,  & Shi, 2015) indicates that if a proposed change cannot be aligned with 

the core vision, mission or goals of an organization then the collective commitment of 

organisation members to the change may be difficult to obtain. Any proposed change would be 

more readily accepted if it promises to benefit those who are involved. Employee participation 

and involvement increases workers’ input into decisions that affect their well-being and 

organizational performance. A growing body of research suggests that employee involvement 

in planning phase has a positive impact on change implementation (Muia, 2015). Employees 

that are allowed to participate meaningfully in change are more committed to its success 

because their relevant contributions are integrated into the change plan.  

Nowadays employee involvement and participation in corporate decision-making process has 

been increasing. Many organizations like Addidas and Tata Consultancies are focusing on 

employee’s participation and involvement to create a feeling of importance among the 

employees and to create organizational environment in which they feel proud for contributing 

in planning and making decisions for achieving strategic goals (Tavakoli, 2010).  

Organizational Culture 

The ability of an organization to successfully implement change is largely affected by its 

values, assumptions and the interplay between organizational culture and environment. 
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Organizational culture comprises the unwritten customs, behaviours and beliefs that determine 

the rules of the game for decision-making, structure, and power (Wambugu, 2014). The 

performance of employees improves by establishment of strong culture of an organization. 

Employee performance would be considered as the backbone of an organization as it leads to 

its development effectively.  

Although organizational culture can significantly contribute to organizational performance, it 

can become a major disadvantage to successful implementation of a new strategy in 

organizational change. The business world includes many examples of failures in 

organizational transformation as a result of culture clashes (Torlak, 2015). Cultural 

obstructions in change management are a significant issue that is worrisome for managers. 

Organizations that support strong adaptive cultures valuing creativity, innovation, 

experimentation, and risk taking are able to adapt to changes in the environment, perform better 

and survive. 

Change has to do with the human being, and sometimes great effort must be spent on changing 

the values that people have internalized. When there is a change within the organization it may 

affect their behavior, shared beliefs, the way they do their jobs or the rules that shape mental 

models. Shared mental models are a part of organizational culture (Gill, 2003), so to achieve 

the desired result, it is important for change leaders to consider human factors and 

organizational culture.  

Resistance to Change 

Organizations by their very nature are resistant to change and conservative in adapting to 

changes. No matter how successfully perfects a proposed change may be, accepting and 

implementing the change might pose great challenges to management. The instinct of people 

to defend the status quo presents a set of challenges that management need to overcome in 

order to bring about change.  

Although organizational change can be initiated by management or imposed by specific 

changes in policy and procedure or because of external pressure, organizational change is 

management’s attempt to have organization’s members think, behave and perform differently 

(Kreitner & Kinicki, 2010). However, people respond to change differently. Some people 

readily embrace change initiatives while others fight change (Aryee,  Chen,  & Budhwar,  

(2014).  
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Employee Performance 

Employee performance suggests employee productivity, efficiency, and effectiveness at work. 

(Khan & Jabbar, 2013). Sinha (2001) in Kwizera, Olutayo, Irau, Wandiba, Abiria. & Bayo 

(2019) defined employee performance as depending on the willingness and the openness of the 

employee to do the job. Employee performance in the organization is very important in 

determining company’s success and profitability. According to Chien (2015), a successful 

organization requires employees who are willing to do more than their usual job scope and 

contribute performance that exceed goal’s expectations. Employees’ performance is imperative 

for organizational effectiveness in an increasingly competitive environment (Aryee, Chen & 

Budhwar, 2014). In the contemporary business environment, most of the companies facing 

challenges are obligated to put more emphasis on enhancing employees’ performance (Gruman 

& Saks, 2011 in Kwizera et. al. 2019). It is argued that to achieve effective performance, 

management needs to empower employees to design their job and roles.  

Employee Involvement and Employee Performance 

The involvement, participation, and empowerment of employees in decision-making are 

among the important antecedents to the people side of change management. Employees are 

either the change implementers or the change recipients thus their ultimate commitment does 

determine the extent to which the change initiatives will be a success making them a critical 

change ingredient (Georgalis, 2015 in Thomas et al., 2019). If employees take part in decision 

making, they are more likely to implement and support the change initiatives (Al-Jaradat,  

Nagresh,  Al-Shegran, & Jadellah, 2013).  

Employee involvement promotes more effective communication and reduces industrial 

friction. Levels of employee morale are known to improve through employee involvement as 

it creates a sense of belonging. Where there is employee involvement, levels of commitment 

amongst employees towards goal attainment tend to be high. Employee involvement works for 

the good of any given change plan. The people side of change management is as important as 

the technical side thus the human element cannot be ignored (Thomas et al., 2019). If an 

employee’s contributions are taken on board, the final output may surpass the initially 

anticipated outcome. 

Involvement of employees increases motivation, ownership, and commitment to the 

organization and ultimately it helps to retain your best employees and to create an environment 
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for managing change. By promoting employee initiative and even employee involvement in 

decision-making, managers can help restore employee trust and commitment and help increase 

employee motivation. 

Organizational Culture and Employee Performance 

Culture is defined as a mixture of values, sets, beliefs, communications, and explanation of 

behaviour that provides guidance to people (Ahmed, Khuwaja,, Brohi, , & Othman, bin 2018). 

Organizational culture comprises the unwritten customs, behaviors and beliefs that determine 

the rules of the game for decision-making, structure and power (Wambugu, 2014). Culture is 

based on shared history and traditions of the organization combined with current leadership 

values. Organizational culture has certain factors that improve sustainability based on 

effectiveness. The improvement in productivity leads to employee commitment as norms, 

values and objectives helps in improving culture of an organization. The system of organization 

is based upon effective establishment of culture that keep learning/work environment strong.   

3. THEORETICAL FOUNDATION 

McKinsey 7S Model  

The 7S Model has been extensively used by consultants and managements across 

organizations. The McKinsey 7S Model is hinged on the belief that an organization is made up 

of interconnected elements namely: Structure, System, Strategy, Staff, Skill, Style and Shared 

values (Armenakis,  and Harris, 2022),. Of these seven elements, three namely structure, 

strategy and systems are referred to as the hard elements while the remaining four elements 

namely skill, staff, shared values and style are the soft elements. Due to the interconnectivity 

that exists among the seven elements, each one of them affects the others hence the need to 

align them strategically in order for change to be successfully managed. Any change in one of 

these elements will have repercussions on the other elements. For example, a change in the 

organization’s systems will have an implication on the skills, staff, structure and in turn will 

have an implication on the strategy. Trying to change just one element and maintain the others 

static will result in the other elements resisting thus the status quo will be maintained. In this 

regard, any form of change is seen best as a shift in the whole picture (Udeh,  & Igwe, 2013).  

To successfully introduce and implement change management so as to bring about improved 

employee performance, managers need to balance between structures and existing systems 
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(Hard factors) and style, skill, right and staff (soft factors) within a shared values framework, 

hence this theory is quite important for the study topic. 

Empirical Review 

Similarly, Al-Jaradat, Nagresh, Al-Shegran and Jadellah (2013) conducted a study that aimed 

to identify the impact of change management on employee’s performance, through a case study 

of university libraries in Jordan. Three areas of change were addressed, the change in 

organizational structure, technological change and change in individuals. The researcher 

designed a questionnaire for the purpose of collecting the raw data, and used random samples 

in data collection, 220 questionnaires were distributed on the members of the sample. The study 

found that change in the organizational structure is not flexible, and therefore this 

organizational structure is not appropriate for the business requirements within the University 

Library, leading to overlapping powers and responsibilities. The study found a positive 

relationship between the areas of change (organizational structure, technology, individuals) and 

the performance of workers. The study recommended that in order to ensure the success of the 

change program, it is appropriate to focus on organizational structure, human relations and 

technology and there must be a balance between these aspects to improve the performance of 

employees and this in turn reflects the quality of productivity. 

Similarly, Olajide (2014) carried out research on change management and its effect on 

organizational performance of Nigerian telecoms industries using empirical insight from Airtel 

Nigeria. A total of 300 staff of Airtel were randomly selected from a staff population of 1000. 

Three hypotheses were advanced to guide the study and data collected for the study were 

analyzed using One-way Analysis of Variance. The result revealed that changes in technology 

had a significant effect on performance and that changes in customer taste have a significant 

effect on customers’ patronage. The result also shows that changes in management have a 

significant effect on employee’s performance.  

4. METHODOLOGY 

This study applied a descriptive design involving quantitative method of data collection. A 

population of 2820 was used. Sample size of 338, using the Krejcie and Morgan Table of the 

sample size. The results obtained was correlated using Pearson Linear Correlation Coefficient 

(PLCC). The data collected was analyzed using STATA. It is a complete integrated statistical 

software package that provides everything needed for data analysis, data management and 
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graphics. The multiple linear regression technique was employed in showing the relationship 

between the dependent variable and the independent variables. 

5. RESULTS AND DISCUSSIONS 

Table 1: Regression Analysis output 

 

Test of Hypotheses 

Decision Rule 

Ordinary least square (OLS) multiple regression analysis was employed as an analytical tool 

for testing the hypothesis formulated in chapter one. The alternate hypotheses advanced as 

tentative answers to the research questions of the present study were tested to see whether they 

are supported by the empirical data or not. 

Ho3: There is no significant relationship between Employee Involvement in the change 

process and Employee Performance. 

The regression result output in table 1 reveals that Employee involvement in the change process 

has a significant and positive effects on employee performance (Coef. 0.2093, p = 0.000), the 

p-values for employee involvement is less than 0.05, hence, we reject the null hypothesis and 

accept the alternate, which state that there is a significant relationship between employee 

involvement in the change process and employee performance in the selected tertiary 

institutions in Delta state. 
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Ho5: There is no significant relationship between Organizational Culture and Employee 

Performance. 

The regression result output in table 1  shows that organizational culture has a significant 

positive effect on employee performance in the selected tertiary institutions in Delta State 

(Coef. 0.3368, p = 0.00), since the p-values for organizational culture is less than 0.05, we 

reject the null hypothesis and accept the alternate, which state that there is a significant 

relationship between organizational culture and employee performance in the selected tertiary 

institutions in Delta state. 

As indicated in Table 1, Adjusted R-Squared of the models is 0.6459 implying that 64.59% 

change in employee performance is accounted for by the joint predictive power of change 

leadership, change communication, employee involvement in the change process, employee 

training/development and organizational culture. 

6. DISCUSSION OF RESULTS 

Employee involvement and employee performance 

The third objective of the study was to establish relationship between employees’ involvement 

in the change process on their performance. From the findings the organization largely 

recognizes, involves, and supports team leaders in change introduction and implementation. 

The majority of the respondents strongly agreed that the organization values the role played by 

teamwork in change management and therefore empowers such teams. Many managers agreed 

that consultation happens as a continuous process in the entire process of change introduction 

and implementation in the organization and participation of stakeholders in change 

management happens at all stages of change introduction and implementation.  

The regression result output in table 1 indicates that employee involvement in the change 

process has a significant and positive effects on employee performance in the selected tertiary 

institutions in Delta state (Coef. 0.2093, p = 0.000), the p-value for employee involvement is 

less than 0.05, hence, we reject the null hypothesis and accept the alternate. This implies that 

when more involvement of employees in the change process, their performance is bound to 

increase. On the other hand, when employees are less involved in the change process, their 

performance will decline in the selected tertiary institutions in Delta state. 
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Organizational culture and employee performance 

The finding also shows that organizational culture has a significant and positive effects on 

employee performance in the selected tertiary institutions in Delta State (Coef. 0.3368, p = 

0.0000), since the p-values for organizational culture is less than 0.05, we reject the null 

hypothesis and accept the alternate, which state that there is a significant relationship between 

organizational culture and employee performance in the selected tertiary institutions in Delta 

State. What this means is that when the organizational culture of selected tertiary institution in 

Delta state is favorable, there is also a rise in the performance of their employees and vice 

versa. 

This finding is in line with Wambugu (2014) investigative outcome that the performance of 

employees improves by establishment of strong culture of an organization. Torlak, (2015) also 

found that organizations that support strong adaptive cultures valuing creativity, innovation, 

experimentation, and risk taking are able to adapt to changes in the environment, perform better 

and survive. 

7. CONCLUSION 

Employee involvement is not only the key contributing factor to successful organizational 

change efforts but also a tool of enhancing their performance during and after the entire process. 

Also, Organizational members work outputs are more inclined to improve during change period 

when they perceive the organizational culture to be great. 

Recommendations 

1. To make sure that the employees’ involvement in change process is meaningful, the 

scope and constraints should be clearly defined. 

2. To promote culture favorable to change efforts, top management should first measure 

cultural values, then intentionally align culture around overall company strategy and 

structure. 
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