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Abstract

The broad objective of this study that was conducted at Regional Centre for
Mapping of Resources for Development (RCMRD) was to determine the impact of
change management on performance of RCMRD. The total population of the
Centre’s staff is seventy spread across three major departments. The research study
employed descriptive survey type of research and targeted all the staff members
from across the ranks. They were issued with structured open and closed ended
questionnaires and asked to fill them. The data collected was analyzed using SPSS
software before the final report was prepared and presented. The research findings
indicate that there exist a positive relationship between change management and
organizational performance at 57.9 percent and that when tested, Kotter’s eight stage
model for leading change was found to be statistically significant at less than 0.05
percent. It was also found that despite the fact that the model is statistically
significant, no single step of the model can have a significant impact on performance
and therefore the reason for management to ensure that all the steps are followed
when implementing changes. The value of the study was to help RCMRD in
determining the effectiveness of the changes it has been carrying out and therefore,
helping it in making decisions from an informed platform. The study was limited to
one specific area of study and that since it was self-reporting, it was likely that some
respondents might have responded in their own subjective manner. The researcher
faced the challenge of financial resources due to the fact that he was self-sponsored.
The Centre’s management accepted the research to be carried out at the organization
besides implementing its findings. Some of the ethical issues that were observed
during this research study included obtaining a written consent from RCMRD before
conducting the research as well as an introduction letter from PAC University. The
information that was obtained from the respondents was kept in confidence. A
hypotheses held by this research study was that change management improves an
organization’s performance and that there is a positive correlation between change
management and organizational performance. This hypothesis was proved positive
by this research in that change management was found to increase in direct
proportion to organizational performance. However, none of the Kotter’s eight steps
could have a significant impact on performance when implemented on its own. In
future, other researchers can test the impact of leadership, culture and employee
motivation on performance.
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