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Abstract
Purpose – Prior research in the area of organizational change highlights the critical role played by HR
practices during organizational change as it may require altering employee behavior to support
the change direction. human resource (HR) function is considered to be well positioned to influence
employee behavior by institutionalizing HR practices that support change. Further there is a
significant body of literature that suggests that employee behavior is significantly influenced by the
perceptions of HR practices during change. HR practices which create positive employee perceptions
increase employee commitment to change. The purpose of this paper is to provide a conceptual
framework that identifies critical HR practices that support organizational change and examines their
impact on employee perception and commitment to change.
Design/methodology/approach – First, an extensive literature review on organizational change at
macro level has been done to identify critical practices desired from key organizational members
during organizational change. Second, a case for importance of HR function as a key organizational
member during change is presented. Further literature on effectiveness of HR practices adopted by HR
professionals during organizational change is examined to find out the gap areas. Third, literature on
employee perception and commitment to change is examined to find out possible linkages to HR
practices during organizational change. Finally, eight propositions are presented to build an integrated
conceptual framework identifying critical HR practices during organizational change and their impact
on employee perception and commitment to change.
Findings – The study suggests that HR practices undertaken in the area of culture, leadership, cross
functional integration, training, communication and technology if introduced and implemented will
positively influence employee perception reducing resistance and increasing commitment to change.
Therefore assessing employee perception about critical HR practices at different stages of change
initiation, implementation and consolidation can enable understanding about employee commitment
to change. This would also help HR professionals understand how effective the HR practices
implemented during change have been.
Originality/value – This framework can be used by the researchers and practitioners to study, guide,
frame and model empirical research into the area of studying critical HR practices during organizational
change. So far literature provides a generic view of desired organizational practices during change.
Moreover there are few studies available on employee perception about HR practices implemented during
organizational change and its impact on employee commitment to change. The framework presented
in this paper would help explore the effectiveness of specific HR practices implemented during change by
evaluating its impact on employee perception and commitment to change.
Keywords Change management, Organizational change, Change-related HR practices,
HR practices during organizational change, Role of human resources during organizational change,
Strategic HR
Paper type Conceptual paper

Journal of Organizational Change
Management
Vol. 28 No. 5, 2015
pp. 872-894
©EmeraldGroup Publishing Limited
0953-4814
DOI 10.1108/JOCM-03-2014-0066

The current issue and full text archive of this journal is available on Emerald Insight at:
www.emeraldinsight.com/0953-4814.htm

872

JOCM
28,5

D
ow

nl
oa

de
d 

by
 T

A
SH

K
E

N
T

 U
N

IV
E

R
SI

T
Y

 O
F 

IN
FO

R
M

A
T

IO
N

 T
E

C
H

N
O

L
O

G
IE

S 
A

t 0
1:

43
 1

1 
N

ov
em

be
r 

20
16

 (
PT

)



Introduction
Since the advent of globalization the business environment has undergone drastic
changes both in terms of complexity and dynamism. Organizations are grappling with
changes in market conditions, workforce demographics and diversity, technological
innovations, increased focus on customer and quality, shortage of talent and
economical changes (Noe, 2002). Thus it is essential for organizations to continuously
modify their business strategy, policies and practices and align with the changing
demands of business environment, achieve long-term sustainability and overall
organizational effectiveness. In other words organizations are forced to make and
manage change effectively on a continuous basis (Bridges and Mitchell, 2000;
Kanter, 1985). Despite the growing need of organizations to manage change effectively
70 percent of the change efforts fail (Beer and Nohria, 2000) and this rate has been
consistent over the years. One of the most commonly cited reasons of failure of
change implementation is inadequately addressing people-related issues (Spiker and
Lesser, 1995; Kotter, 1995). The importance of employees, their psychological responses
and their behavior during organizational change has been acknowledged widely post
1990s (Tetenbaum, 1998), however, practicing managers fail to pay enough emphasis
on these issues (Becker and Gerhart, 1996). This view is also echoed by others who have
carried out empirical research in this area. For example Shum et al. (2008) did a study
on implementation of a project on customer relationship management (CRM) in three
banks in New Zealand and found that organizations focus on technological issues and
neglect people-related issues.

Ulrich (1997) opined that since any change management activity is centered on
people, human resource (HR) professionals can play a significant role during
organizational change. This view has gained importance particularly in the last decade.
A vast number of researchers have said that HR professionals can enhance employee’s
capability to manage change and facilitate effective change management (Kalyani
and Sahoo, 2011; Fitz-enz and Davison, 2002; Ulrich, 1997). This is mainly because
managing change involves managing employee behavior and prior research suggests
there is a strong association between HR practices and employee behavior (Mossholder
et al., 2011). Prior research also highlights that HR practices have a positive effect
on employees’ attitudes and contribution to enhanced firm performance (MacDuffie,
1995; Pfeffer, 1994, 1998; Ichniowski et al., 1994; Huselid, 1995; Delery and Doty,
1996; Youndt et al., 1996; Huselid and Becker, 1996; Becker and Gerhart, 1996; Huselid
et al., 1997; Delaney and Huselid, 1996). Since managing employee attitude toward
change such that there is more readiness and less resistance remains a primary agenda
for any change effort, this study proposes that HR professionals can add value by
implementing HR practices which positively influence employee attitudes toward
change. Previous research in the area of critical HR practices during change
implementation is scarce. Researchers have presented a more generic view stating
that HR should provide leadership and develop necessary capabilities within the
organization during organizational change (Ulrich, 1997; Lawler and Mohrman, 2003).
Similarly Brockbank (1999) said that HR should become strategically proactive
by fostering innovation and creativity, facilitate merger and acquisition and lead in
creating linkages between market requirements and internal capabilities during
change. Tiong (2005) said that during organizational change human potential could
be maximized through communication, supervisor and peer support, employee
empowerment, active execution, training and educating employees to cope with stress
and create more buy in.
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Role of HRs during mergers and acquisition has also been highlighted by many
researchers. For example Aguilera and Dencker (2004) felt that human side was much
neglected during M&A and brought a framework to evaluate the interlinkages between
HR strategies. Similarly Dauber (2012) emphasize the importance of culture during
mergers and acquisition. Antila (2006) highlight importance of HR during M&A as it
essentially involves many people related issues.

Therefore, identifying specific HR practices that are particularly effective during
organizational change and how these impacted employee perception and commitment
to change becomes a relevant area of investigation. This paper first highlights how
and why over the years HR function has emerged as an important organizational
function to facilitate change. It then highlights the significant change management
practices drawn from macro change literature and links it to HR practices. It further
examines the linkages between HR practices initiated during organizational change
and employee perception and commitment to change. The paper finally presents a
conceptual framework based on propositions which can become the base of empirical
research in future.

Methodology
The purpose of this paper is to review literature in the field of HR practices impacting
employee perception and commitment during organizational change. The sample of
journals was drawn from the ABDC List which comprises 2,767 different journal titles,
divided into four categories of quality, A*: 6.9 percent; A: 20.8 percent; B: 28.4 percent;
and C: 43.9 percent journals such that it could be regarded as “certified knowledge.”
Certified knowledge describes knowledge that has been submitted to the critical review
of fellow researchers and has succeeded in gaining their approval (Ramos-Rodriguez
and Ruiz-Navarro, 2004). Keywords such as “Organizational Change,” “Change
Management,” “Role of Human Resources during organizational change,” “HR
practices during organizational change,” “change related HR practices,” “HR as change
agent,” “perception and commitment,” “émployee perception about HR practices,”
“HR practices and organizational performance” were used. The studies conducted were
identified through online database of ProQuest published in English language. Papers
published from 1998 to 2013 were considered for this review. At the same time to avoid
the risk of excluding important and meaningful contributions in the field of HR
practices during organizational change and employee perception and commitment,
we analyzed and included frequently cited work (journals, books, magazines) found in
the above selected papers. These did not appear in our search using above mentioned
keywords yet were found meaningful and therefore included in this study. Papers,
which did not include the terms “organizational change” or “human resources” in their
text, were automatically excluded from this review as they were considered irrelevant
for this review. Book reviews, interviews and article summaries were excluded in the
review. We also did not include smaller, less cited, less known or very new journals
in this study. A total of 133 journals were considered for this review.

1.1 Emergence of HR function as a change enabler
HR function has been a function in transition since almost last six decades largely
because the nature of organizations has moved from industrial to knowledge based
entities. This transition within the HR function over last many decades coupled with
changing business environment has led to change in the roles, responsibilities,
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expectations and positioning of HR professionals. Today HR professionals are expected
to play a strategic role by moving from being reactive to becoming proactive (Budhwar
et al., 2009). This trend has transformed HR at every level making it critical for
HR professionals to understand and implement organizational and cultural change
(Anson, 2000).

Over the past two decades researches done in the area of HRM and organizational
change have highlighted that change models and Human Resource Management
(HRM) are interrelated (Rees, 2008; Rees and Johari, 2010). This is because HRM
systems support management of employees, and employees are at the core of any
change process (Tetenbaum, 1998; Wheatley, 1992). Also this interrelationship is
required to ensure that today’s HR is focussed on strategic alignment and impact and
capacity for changes (Ruona and Gibson, 2004). An organization’s functioning depends
on the actions of its members and it can change only when members’ behavior changes
(Goodman and Dean, 1982). Since there exists a strong association between HR
practices and employee behavior (Mossholder et al., 2011), the HR function can become
an important change enabler within the organization. Infact Ellis (2007) has opined
that boundaries between HR activities and change management are increasingly
becoming blurred.

The emerging significance of role of HR as change enabler is well documented
and the early emphasis on the role of the HR manager as “changemaker” occurred
in Storey’s (1992) study . Later, Ulrich (1993) proposed a conceptual model focussing on
value addition by HR and its movement from operational to strategic participation
where one dimension was that of a change agent. Similarly Ulrich et al. (1995)
suggested that the familiarity HR professionals possess about organizational culture
and employees makes them good facilitators to support those who are responsible
for managing change. Walker (1992) stated that apart from being responsive to
management, customer centric and business partner, HR professionals need to lead and
implement change by becoming an integral part of management.

That the HR function has an important role to play during times of change is
strongly represented in prior research. However, it is also important to review how
employees react to change. How employee’s reactions can be managed positively
during organizational change is an important area for review (Armenakis and Bedain,
1999). Tiong (2005) pointed out the importance of employee well-being during change
which reduces employee stress, motivates them to work efficiently, engages them
positively and creates organizational loyalty. Linking this to HR practices, Becker
(2001) pointed out the need to establish the entire HR architecture with an emphasis
on establishing a climate of trust in order to remove fear about the adverse impacts of
change from employees’ minds.

Multiple researches have been done on the role of HR as change agent and present
a diverse view. For example, Caldwell (2001) suggested a fourfold typology of role of
HR as change agent i.e. champions, adapters, consultants and synergists. He said
that the role HR plays during organizational change could be categorized into soft
model which considers vital need to integrate policies with objectives of business
treating employees as important and the hard model which considers that HR
policies, systems and initiatives should be closely integrated with business
strategy. Becker and Saks (1996) indicated that HR through its practices should
take advantage of their influential position in manipulating organizational change.
According to him, HR should be more attuned to the ambiguities and uncertainties
found in organizational change processes as well as sensitive to employees’
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emotional encounters during change. Prior studies attribute successful and
sustainable change to effectively addressing people’s behaviors, underlying values
and beliefs. This suggests that HR can play a critical role in attending to this need
of influencing people behavior and attitude.

Change management literature also reflects the convergence of organization
development and HR theory and practice during times of organizational change
(Mossholder et al., 2011; Becker, 2001; Barney, 1991; Conner and Ulrich, 1996, Lawler
and Mohrman, 2003). Research suggests that HR practices can considerably shape the
behavioral aspects of the change (Mossholder et al., 2011; Rizvi, 2010; Barratt-Pugh and
Gakere, 2013) engaging employees in change efforts, building commitment and thereby
enhancing the organizations capability to change (Ogilvie and Stork, 2003). Research
also suggests that leaders, managers, OD specialists and those actively involved in
implementing change can foster effective change management by clearly
communicating the organization’s vision, carefully designing change initiatives,
and engaging both top management and employees throughout the process (Ogilvie
and Stork, 2003; Tiong, 2005; Ulrich and Brockbank, 2005; Becker, 2001; Farquharson
and Baum, 2002; Ashforth and Saks, 1996; Appelbaum et al., 1998; Covin and Kilmann,
1990; Brisson-Banks, 2010).

Instead researchers point out that HR practices during change should be launched
keeping in mind the organization’s strategic perspective, understanding business
priorities and being a part of leadership team (Rees and Johari, 2010). This goes a long
way during change process if implemented well by giving HR managers an influential
position. These studies also found that employees expressed that senior managers
should clarify HR outcomes and how they contribute to organizational performance.
Further HR should change its communication to engage employees in people-related
processes, be more open, be initiators of ideas rather than followers and
integrate organizational goals and HR strategies vertically (Rees and Johari, 2010;
Armstrong, 2000; Wright and Snell, 1998). HR should identify potential resistors and
reaffirm them throughout the change process (Gomez-Mejia et al., 2009). Similarly some
researchers have talked about specific HR practices identified during change such as
managing conflict and acquiring knowledge about competitors, customers,
products, technology and sources of competitive advantage (Long and Ismail, 2012).
The vast array of research done in the area of change related HR practices, give a
compartmentalized view. Therefore the authors of this paper felt the need to review the
entire literature and categorize HR practices into specific areas which are critical for HR
professionals to focus on during times of change. Above literature has been
summarized and presented in a diagrammatical representation in Figure 1. Figure 1 is a
diagrammatic representation of the need and importance of role of HR as change
enabler.

Based on the summary of above literature from prior research the authors make the
first proposition of this paper as given below in P1. We borrowed from the work of
Schuler and Jackson, 1987; Wright et al. (1994) and Ulrich et al. (2009) to operationalize
HR practices as interventions/ initiatives and actions aligned with business strategy
undertaken to develop, motivate and retain employees and used as a means to shape
employee perceptions, attitudes and behaviors:

P1. HR practices undertaken in the area of culture, leadership, cross functional
integration, training, communication and technology if introduced and implemented
during organizational change will positively influence employee behavior.
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2. Employee perceptions about HR practices during organizational change
2.1 Perception as a concept
The fundamental nature of change where employee behavior and attitude play an
important role evokes the formation of perceptions, which influences employees’
response to change. Based on their perception, employees respond by altering their
attitudes to the organizational change either accepting it willingly by showing readiness
or resistance to change. Conceptually perception is defined as a process by which
individuals organize and interpret their sensory impressions in order to give meaning
to their environment (Robbins et al., 2009). Through the processes of perception and
attribution, individuals form beliefs regarding their environment that in turn regulates
their behavior (Bernstein and Burke, 1989). The dominant role that perception of
environment has on individuals’ attitudes and beliefs was noted by (Spreitzer, 1996)
quoting “people actively perceive their environments and are influenced by their
perceptions rather than by some objective reality.” The predisposition of employees
to form reactions to change either by showing readiness or resistance to change too
is largely influenced by these perceptions.

2.2 Perception and change outcomes
Linkages of employee perception and organizational change can be found in
resistance to change literature. Employees respond to the happenings in their
environment and make assumptions about the change process. These individually
held assumptions and expectations comprise employees’ perceptions about change
and if developed positively are said to lead to commitment to change process,
increasing readiness to change thereby reducing resistance. In their work “Creating
readiness for organizational change,” Armenakis (1993) observed that readiness is
the cognitive precursor to the behaviors of either resistance to, or support for,
a change effort and is described in terms of the employees perceptions (beliefs,
attitudes, intentions). These perceptions either facilitate or impede the effectiveness
of a change intervention (Armenakis, 1993). As demonstrated in the Coch and French
(1953) experiment, creating readiness involves proactive efforts to influence the
beliefs, attitudes and finally the behavior of a change target. Previously
Nadler et al. (1980) stated the need to affect behavior in the change process and
Robertson et al. (1993) found a positive relationship between individual behavior
change and organizational change outcome.

People are at the core of 
change process 
therefore HR 
professionals have huge 
opportunity to facilitate 
change 

Changing Business 
Environment

Market conditions
Workforce
Demographics and 
Diversity
Technological 
innovations
Customer and quality 
focus
Shortage of talent
Economic changes

Most of the change 
implementation efforts 
fail because of lack of 
understanding of 
people-related issues

Increased 
importance and 
need for HR 
professionals to 
play positive role 
during 
organizational
change by 
introducing and 
implementing HR 
practices which 
influence 
employee 
behaviour such 
that it increases 
readiness and 
reduces resistance 
to change

Organizations are 
forced to change 
for survival and 
sustainability

Transition within the 
HR function has 
changed expectations 
and positioning of HR 
function 

•
•

•

•

•

•
Figure 1.
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of Human
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Burke and Litwin (1992) emphasized on greater consideration of the importance
of individual behaviors, needs, values and motivation in influencing the success of
organizational change efforts. Bordia et al. (2004) conducted a research into employees’
involvement in change which confirmed a positive influence of perceptions and
acceptance of change. In addition, employees experiencing negative perceptions fail to
take ownership of the change leading to resistance and implementation hurdles. Both
Giangreco and Peccei (2005) and Oreg (2006) accounted that individual perceptions of
both the personal and organizational implications and outcomes of the change directs
their reaction to the change. Thus building positive employee beliefs, perception and
attitude is critical for successful change interventions (Armenakis, 1993).

2.3 HR practices and employee perception in context of change
Previous research consistently shows the positive effects of HR practices on employees’
attitudes and contribution to enhanced firm performance (MacDuffie, 1995; Pfeffer,
1994, 1998; Ichniowski et al., 1997; Huselid, 1995; Delery and Doty, 1996; Youndt et al.,
1996; Huselid and Becker, 1996; Becker and Gerhart, 1996; Huselid et al., 1997; Delaney
and Huselid, 1996). The linkages between HR practices and employee behavior
are evident across the available volume of HR related studies. These studies present a
univocal argument that HR can help to transform attitudes and perceptions and
convert employees into partners in the transformation process.

Further there is a significant body of literature that suggests that employee behavior
is not influenced alone by HR practices but also by the perceptions of these practices
(Chang, 1999; Gartner and Nollen, 1989). Macey and Schneider (2008) suggested that
employees’ perceptions of HR practices are likely to precede the employee attitudes and
behavior links in the causal chain. That is, in order for HR practices to desirably impact
employee attitudes and behaviors, they first have to be perceived and interpreted
subjectively by employees in ways that will translate HR practices into desired
organizational outcomes. Iles et al. (1990), suggested that the degree to which employees
positively perceive the HRM practices determines the strength of their recognition and
association with the organization and its causes. Bowen and Ostroff (2004) acknowledged
the role employee perceptions play in translating HR practices into desired outcomes.
Schneider and Bowen (1985) suggested in their studies if employees have positive
perceptions of the HR practices, they are likely to put more effort and resources in
delivering desired output. This suggest that the impact of HR practices is not likely to be
involuntary and direct, always as expected; instead, it will be determined by the meaning
that employees affix to those practices.

The relationship between HR practices and employee perception, as well as
organizational change, may ultimately depend on the attributions employees make
about the HR practices they encounter. HR practices are observed to be employed
toward employee wellbeing and hence become all the more evident and noticeable
during times of change. Employees’ perceptions of these HR practices during change
are important because this perception is closely related to employees’ acceptance of
change during the period of change implementation. Eby et al. (2000) noted that
employees’ perceptions of organizational readiness for change can serve to facilitate
or undermine an organizational change effort.

Prior research to some extent highlights that HR professionals have been slow to
embrace the new roles particularly when it comes to creating an adaptive culture with a
capacity for rapid change (Eichinger and Ulrich, 1996). Further, Zaccaro and Banks
(2004) examined conceptual and empirical studies in the area of change and highlighted

878

JOCM
28,5

D
ow

nl
oa

de
d 

by
 T

A
SH

K
E

N
T

 U
N

IV
E

R
SI

T
Y

 O
F 

IN
FO

R
M

A
T

IO
N

 T
E

C
H

N
O

L
O

G
IE

S 
A

t 0
1:

43
 1

1 
N

ov
em

be
r 

20
16

 (
PT

)



gaps between research and practice. Researchers argued that the ability to manage
change is critical for success, however, HR professionals do not consider it an
important competency. There were a number of inconsistencies and ambiguities in the
area of HR strategies, policies and approaches as they directed at and affected
employees involved in managing change. Doyle (2002) in their research suggested that
there is an overdue need for comprehensive HR strategy to manage those who manage
change. Flannery et al. (1996) reported that line managers saw HR as a non-player in
the change process, and a hindrance to effective organizational change, as they had no
understanding of the strategic management issues.

Ogilvie and Stork (2003) reviewed the history of roles played by HR professionals
starting from 1800s and concluded that HR has undergone varied tensions around
what role it has in managing change and whose interest it should represent.
The researchers argued that due to these tensions very often HR has played a reactive
role trying to bring greater fit and stability by catering to the interest and issues of
different constituencies as the sources of pressure changed. In this context researchers
highlight that various groups like workers, managers and stakeholders must consider
each other’s preferences as they make decisions and plan action. Poon and Rowley
(2010) state that HRM change pace in Asia has been slow and sporadic.

Past research has attempted to address how the HR function can add value during
change. For example, Conner and Ulrich (1996), Lawler and Mohrman (2003) suggested
that HR should provide leadership, develop necessary capabilities and implement
change. Brockbank (1999) suggested that HR can become strategically proactive
by fostering innovation and creativity, facilitate merger and acquisition and lead in
creating linkages between market requirements and internal capabilities during
organizational change.

To sum up, research suggests employees do not hold positive perception about
the role played by HR function during organizational change or HR practices
implemented during organizational change. Employees perceive HR practices during
organizational change as slow and sporadic. This study thus focusses on the critical
HR practices that the HR function should focus on while designing and
implementing HR practices to support change.

3. Identifying HR practices critical during organizational change
Studies on HR practices during organizational change are more generic. There is a
dearth of literature available on which specific HR practices were implemented during
change and what was the result? Therefore, for the purpose of identifying HR practices
critical during organizational change, the macro change management literature
was examined.

Factors which create positive employee perception among employees during
organizational change have been widely researched in the past. These factors can be
categorized into six organizational factors which interact with employee perception
about organizational change which can either be positive or negative thereby leading to
success or failure of change implementation process (Shum et al., 2008). Thus we
suggest change related HR practices undertake in six specific areas, i.e. culture,
leadership, cross functional integration, training, communication and technology
will create positive perception amongst employees thereby reducing resistance and
increasing commitment to change. The reason why these organizational factors
have been considered important is discussed in detail as follows.
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3.1 Culture
Organizational culture is considered to be an important driver of employee attitudes,
organizational effectiveness and performance (Kreitner and Kinicki, 2004). In other
words organizational culture has a great influence on individual attitudes, behavior and
perception (Awal et al., 2006). It should, however, be noted that a strong organizational
culture is not always supportive and can be self-destructive. It could almost create
change-resistant group of people (Kreitner and Kinicki, 2004). Thus organizations should
have knowledge of organization culture which should form an integral part of the strategic
process to gain competitive advantage (Jaarsveld, 2005). If an organization is aware of its
current culture only then it can work toward removal of unwanted and unforeseen behavior
and work toward desired future (Peccei et al., 2011) creating positive employee perception.
Research also proposes that a work environment conducive to innovation and change
creates a receptive context for organizational change (Emery et al., 1996; Glover, 1993;
Osterman, 2000; Zammuto and O’Connor, 1992). Since success of both organizational change
culture to support the change is largely dependent on employees attitude (Martin
et al., 2006; Kotter, 1995), HR function should design a comprehensive strategy to build
HR practices that create a supportive culture (Liebowitz, 2010) during change which creates
positive employee perception (Weber and Weber, 2001):

P2. HR practices initiated during organizational change by understanding current
culture, removing unwanted behavior and reinforcing desired behavior thereby
fostering work environment conducive to innovation and change will create
positive employee perception.

3.2 Leadership
Appelbaum et al. reviewed six empirical studies related to influence of
leadership on employee perceptions during organizational change. The study
revealed that success or failure of any change implementation effort depended on
leader’s ability to gain support of the change from their employees. Employee
resistance is a major obstacle in implementing change (Klaus, 1997; Kumar and
Kamalanabhan, 2005) which can be reduced by using correct leadership style (Covey
and Gulledge, 1994). Employee’s commitment to change can be enhanced with the right
role played by leaders. Leaders provide a vision for change. Leaders can provide clarity
of goals during organizational change thus energizing successful implementation of
change (Pater, 2011).

HR department is especially positioned for playing this role during organizational
change. HR should provide leadership during change by defining and delivering
HR strategy, understanding the cost drivers, leading by example and implementing
change (Spence, 2009). Thus HR function with effective HR practices can provide
leadership, reduce resistance and create employee positive perceptions during
organizational change:

P3. HR practices initiated during organizational change to provide leadership
by motivating leaders to provide a vision for change, clarify goals and lead by
example will create positive employee perception.

3.3 Cross functional integration
Importance of cross functional teams during organizational change is well highlighted
in previous research (Convey, 1994). Cross functional integration refers to a practice
where individuals, business processes and information from two or more
separated organizational functions are brought together for task completion (Ford and
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Randolp, 1992). Cross functional teams increase employee participation and shared
responsibility which leads to more effective organizational functioning (Bartunek and
Moch, 1987). Research shows that individuals involved in cross functional projects
share positive perceptions about their job and organizations (Denison et al., 1996). Further
the extent to which cross functional integration is done contributes to enhancing
employee commitment (Shum et al., 2008).

However, the success of any cross functional team depends on training, performance
measurement techniques (Convey, 1994) and coordination amongst team members
(Mat and Jantan, 2009). This can only happen when there is trust amongst members
which in turn creates positive employee perceptions (Mat and Jantan, 2009). Therefore
HR practices in terms of training, performance management and creating trust
amongst team members can facilitate cross functional integration and result in positive
employee perception:
P4. HR practices initiated during organizational change to increase cross functional

integration through training, performance measurement techniques and
coordination will create positive employee perception.

3.4 Training
Effective training can enhance employee commitment during organizational change
(Beer et al., 1990). Successful change implementation involves not only the training and
development of employees in the use of tools and processes, but also the establishment
of a learning environment conducive to future continuous learning. Extensive training
enables employees to get clarity on how to achieve organizational goals and clarifies
expectations from employees (Montes et al., 2003). Training help employees overcome
knowledge assimilation barriers which leads to increasing employee commitment during
change programs (Robey et al., 2002, Shum, 2007). HR function can play an important
role in facilitating training and providing learning opportunities to employees (Zuzeviciute
and Tereseviciene, 2010) which will create positive employee perception:
P5. HR practices initiated during organizational change to train employees continuously

to establish learning environment will create positive employee perception.

3.5 Communication
Communication is an important factor for effective implementation of organizational change
(DiFonzo and Bordia, 1986-1998; Lewis and Seibold, 1993; Schweiger and Denisi, 1991).
If change communication is not managed well it can result into rumors and resistance to
change, exaggerating the negative aspects of the change (DiFonzo and Bordia, 1986-1998;
Smeltzer and Zener, 1998). Research suggests the creation of an atmosphere where trustful
communication and collaboration can take place may be an important foundation for
achieving organizational change goals (Bocchino, 1993; Dutton, 1992; Weisbord, 1992).
Research also indicates that up to 70 percent of change programmes fail (Senge et al., 1999;
Beer and Nohria, 2000) and poor internal communication is seen as the principle reason
for such failure (Murdoch, 1997). Thus during a change initiative, open communication is
vital as it identifies issues and increases the likelihood of the best solution being selected
(Sloyan, 2009). Since HR managers have complete information of employees we suggest
they can play an important role in designing and adoption of communication during
organizational change which in turn will lead to positive employee perception:

P6. HR practices initiated during organizational change to establish trustful
atmosphere and collaboration through open communication will create positive
employee perception.
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3.6 Technology
We refer technology to HR Information system which is defined as a system which
integrates HR practices and processes with information technology (IT) through
Enterprise Resource Planning (ERP) software to make it more user friendly. Using
technology establishes clear goals for the change effort, helps in communication
and training efforts and promotes opportunities for employee participation (Weber
and Weber, 2001). Technology improves connectivity thereby leading to successful
change implementation (Evans and Wurster, 1997; Leverick et al., 1998). Technology
facilitates employee’s performance (Black and Lynch, 2001), encourages employee
participation and reduces role ambiguity during organizational change (Karimi
et al., 2001).

Use of technology by HR professionals especially during organizational change
can ease off their burden of administrative work and give them enough room to focus
on strategic issues thus leading to business excellence (Kumar and Pandya, 2012).
We suggest that designing and implementing HR practices by leveraging technology
will help HR focus on strategic issues thus reducing employee resistance to change and
creating positive perception amongst employees:

P7. HR practices initiated during organizational change by leveraging technology
to handle administrative issues, improve connectivity and increase employee
performance and participation will create positive employee perception.

4. Perception and commitment
Interestingly, perception is also found to have significant relationship with commitment.
The association between perceptions and commitment is multifaceted. Researchers
have explored the impact of perception of various job-related factors on commitment
(Loi et al., 2006) as well as the impact of perception of commitment on other dependent
variables (Shore et al., 1995). Benson and Lawler (2003) suggested that employees have
stronger commitment to their organizations when they perceive that their organizations
are genuinely committed toward their welfare.

Similarly various researchers have talked about interrelationship between positive
perception and employee’s commitment to organizational change. (Lau and Woodman,
1995) argued that perceived benefits of change leads to high commitment and
willingness to accept organizational change. Chawla and Kelloway (2004) studied the
mediating role of perception of procedural justice to predict openness and commitment
to change. Oreg’s (2006) model of employee perceptions of organizational change too
discussed significant linkages with commitment. Janet et al. (2008) included perceptions
of organizational performance and change implementation success as outcomes of
employee commitment to change. Thus, knowing that change significantly alters
individual perception, it is important to understand how these perceptions may
strengthen or weaken individuals’ commitment to change.

A number of researchers have also studied employee perception of HR practices
during organizational change and its influence on employee’s commitment to change.
For example Nishii et al. (2008) defined HR perceptions as “causal explanations that
employees make regarding management’s motivations for using particular HR
practices” and maintain that employees’ HR perceptions have important consequences
on their commitment and satisfaction. Thereby, HR practices can serve as a reflection
of managerial commitment toward supporting employees to embrace change and lead
to successful organizational change efforts.
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Similar view is shared by a number of HR experts (Beer et al., 1984, 1985; Guest,
1997) who opined that HR practices are a significant predictor of employee
commitment. Chang (2005) examined whether HR practices are associated with an
employee’s overall perception measured at the individual level, and whether the overall
perception influences their organizational commitment. Wang and Phwang (2012)
explored employee perceptions of the HRM system with individual commitment
toward the organization set as an outcome variable in an empirical study in Taiwan.
Kinicki et al. (1992) found that the relationship between HRM practices and employee
attitudes was influenced by perception of the organization’s commitment to HR
activities that benefited employees. Thus literature indicates that the perception of
HR practices was found to significantly impact commitment in general.

Significant and comprehensive review and analysis of commitment has been
conducted in the works of Meyer et al. (1989, 1991, 1993, 1997, 1998a, b, 2002, 2007,
2010), Allen and Meyer (1990, 1996), Meyer and Smith (2000) which was further
reviewed by Jaros (1995). For the purpose of this study we define commitment
as per Meyer and Allen (1991). They defined commitment as a psychological state
that binds the individual to the organization. They further studied commitment
and determined that an individual experiences commitment as a multi-layered
phenomenon. This experience is related to emotional attachment, obligation toward
the organization, and perception of unaffordable loss in case of non-commitment.
Accordingly, they classified commitment as affective commitment, normative
commitment, and continuance commitment. Meyer and Allen additionally suggested
that it is important to analyze all three components simultaneously and that
each component should have a bearing on the individual’s intention and decision to
commit to the object. Meyer and Allen (1991) also found a positive relationship
of affective commitment to the organization and higher levels of performance. Thus
commitment to change encompasses both intention and action to change which is
broader than perception to change which refers to individual’s interpretation and
impressions (Robbins et al., 2009). Commitment is also conceptually distinct from
readiness for change (Armenakis et al., 1993), openness to change (Wanberg and
Banas, 2000) and coping with change ( Judge et al., 1999).

However, studies on employees’ perception of change related HR practices seems
fragmented in specifying effective practices which could enhance employee commitment
to change even though there are previous studies available on best practices in HRM
(Barney and Wright, 1998; Chew and Chan, 2008). Furthermore, Chew and Chan (2008)
also suggested that more studies are desired to find out associations between HR
practices and different forms of commitment.

Given the pervasiveness of organizational change, commitment to change would
have critical implications for successful implementation of change efforts. The
increasing significance of the role of HR and contribution of HR practices in managing
change makes it important to study the manner in which these practices are
perceived by employees, and further explore the relationship of these perceptions with
commitment to change. Wright et al. (2003) propose that evaluating HR practices is
critical to understand employees’ perception of the HR practices.

The examination of extent to which employees positively perceive the HRM practices of
their organization during change would therefore determine their commitment to change:

P8. Positive employee perception of change related HR practices will increase
employee commitment to change.
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Research model
The eight propositions led to a research model to study role of HR function as change
enabler (see Figure 2).

In this paper we suggest that HR function can play positive role during
organizational change by introducing and implementing critical HR practices which
influence employee behavior such that it creates positive employee perception
and increases employee commitment to change. Change-related HR practices have
been identified. Constructs of HR practices could be measured by asking employees
about the quality of change related HR practices. Employee perceptions about
HR practices could be attained through a questionnaire and finally commitment could
be measured by using Meyer and Allen (1997) commitment questionnaire with
some modifications as per the organizational context. Effectiveness of change is very
difficult to assess unless a longitudinal study on an organization experiencing
change is done as retrospectively effectiveness of change could be influenced by other
factors too.

(P8 )(P1)

(P2)

(P3)

(P4)

(P5)

(P6)

(P7)

HR practices undertaken in the area of 
culture, leadership, cross functional 
integration, training, communication and 
technology if introduced and 
implemented during organizational 
change(change related HR practices) will 
positively influence employee behaviour

HR practices initiated during 
organizational change by understanding 
current culture, removing unwanted 
behaviour and reinforcing desired 
behaviour thereby fostering work 
environment conducive to innovation 
and change

HR practices initiated during 
organizational change to provide 
leadership by motivating leaders to 
provide a vision for, clarify goals and lead 
by example

HR practices initiated during 
organizational change by leveraging 
technology to handle administrative 
issues, improve connectivity and increase 
employee performance and participation

HR practices initiated during 
organizational change to increase cross 
functional integration through training, 
performance measurement techniques 
and coordination 

HR practices initiated during 
organizational change to train employees 
continuously to establish learning 
environment

Positive employee 
perception of change-
related HR Practices 

Employee 
commitment to 
change 

HR practices initiated during 
organizational change to establish 
trustful atmosphere and collaboration 
through open communication

Figure 2.
Integrated research
model of studying
role of HR as a
change enabler
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5. Conclusion
Barney’s (1991) resource based view emphasizing HRs when applied to the field
of organizational change, stresses the unique contribution the employees can make to
organizational change processes. In light of this theory, HRM should implement
practices that will enable such a contribution. Wright et al. (2003) state that measuring
HR practices is crucial to know about employee perception. For HR to fulfill its role
of a change agent, it is thus important to understand employee perceptions about HR
practices undertaken to support change and its effect on employee commitment toward
change. Although there have been previous researches on best practices in HRM
leading to organizational commitment, overall perception of HR practices and role of
HR during change; specific attention needs to be paid to the role of HR practices during
organizational change. More importantly, the role of employees’ perception of these
change related HR practices and its further impact on commitment to change needs
to be investigated.

This paper provides theoretical contributions with a relevant impact on organizational
change literature focusing on change related HR practices. Since not paying enough
attention to people-related issues is the main reason of change failure, this paper highlights
six important change related HR practices which address people related issues and have
important implications for managing change effectively. The study contributes to scholarly
work on organizational change through six propositions identified in the paper which
can be used as a framework to study change related HR practices and its impact
on employee perception and commitment to change. Further study using the framework
proposed in the paper will provide deep insights to industry practitioners about managing
change effectively keeping HRs at the core.

6. Implications, future research and limitations
This paper makes a useful contribution by first, highlighting specific change related
HR practices which HR professionals can look at while designing and implementing
change. Second, it tries to showcase the importance of positive employee perceptions
about HR practices implemented during change which in turn increases employee
commitment to change. An attempt was made to identify six organizational elements
where HR practices can make a useful contribution during times of change. To the
researchers knowledge there have been studies on organizational change and its
influence on employee perceptions and commitment to change but studies on specific
change related HR practices and its effect on employee perception and commitment
to change has not been studied.

The framework presented in this paper can be used as a foundation to carry out
future research. Future research can be carried out by examining which change-related
HR practices lead to positive employee perception, increase commitment and reduce
resistance of employees within the framework of six change related HR practices
identified in this paper. Effectiveness of change-related HR practices can also be
assessed by studying employee perception about HR practices in the above mentioned
six areas. Such empirical research could also lead to building meaningful empirical
models useful for industry and academia. The research will help HR professionals
focus more on those practices which create positive perception amongst employees
and increase their commitment to change which is the single most influential factor for
successful change implementation.

The framework provided in the paper is based on literature review that does not
cover vast body of literature available in the area of change-related HR practices
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completely and therefore is a limitation of this study. At the same time this paper
first identifies critical areas within an organization where HR as a change enabler
should concentrate on and then looks at specific HR practices in each area, therefore
change-related HR practices identified in this paper are also limited and empirical
research using this framework would add more light and substance to this research.
The framework could guide empirical research, however, a longitudinal research
focussing on real life change experienced by organizations could provide huge insights
about HR practices to support change, employee perception and interconnectedness
with commitment to change. To an extent this is also a limitation of this study.
The researcher also acknowledges the challenge and limitation of finding such an
organization which agrees to willingly share the data as most of the change activities
are considered confidential.

References

Aguilera, R.V. and Dencker, J.C. (2004), “The role of human resource management in cross-border
mergers and acquisitions”, The International Journal of Human Resource Management,
Vol. 15 No. 8, pp. 1355-1370.

Allen, N. J. and Meyer, J. P. (1990), “The measurement and antecedents of affective, continuance
and normative commitment to the organization”, Journal of Occupational Psychology,
Vol. 63 No. 1, p. 1.

Allen, N. J. and Meyer, J. P. (1996), “Affective, continuance, and normative commitment to the
organization: an examination of construct validity”, Journal of Vocational Behavior, Vol. 49
No. 3, pp. 252-276.

Anson (2000), “Taking charge of change in a volatile healthcare marketplace”, Human Resource
Planning, Vol. 23 No. 4, pp. 21-33.

Antila (2006), “The role of HR managers in international mergers and acquisitions: a multiple
case study”, The International Journal of Human Resource Management, Vol. 17 No. 6,
pp. 999-1020.

Appelbaum, S.H., St.-Pierre, N. and Glavas, W. (1998), “Strategic organizational change: the role
leadership, learning, motivation and productivity”, Management Decision, Vol. 36 No. 5,
pp. 289-301.

Armenakis, A.A. and Bedain, A.G. (1999), “Organizational change: a review of theory and
research in the 1990s”, Journal of Management, Vol. 25 No. 3, pp. 293-315.

Armenakis, A.A., Harris, S.G. and Mossholder, K.W. (1993), “Creating readiness for
organizational change”, Human Relations, Vol. 46 No. 6, p. 681.

Armstrong, M. (2000), Strategic Human Resource Management: A Guide to Action, Kogan, p. 6.

Ashforth, B.E. and Saks, A.M. (1996), “Socialization tactics: longitudinal effects on newcomer
adjustment”, Academy of Management Journal, Vol. 39 No. 1, pp. 149.

Awal, D., Klingler, J., Rongione, N. and Stumpf, S. (2006), “Issues in organizational culture change:
a case study”, Journal of Organizational Culture, Communication and Conflict, Vol. 10
No. 1, pp. 79-97.

Barratt-Pugh, L., Bahn, S. and Gakere, E. (2013), “Managers as change agents: implications for
human resource managers engaging with culture change”, Journal of Organizational
Change Management, Vol. 26 No. 4, pp. 748-764.

Bartunek, J.M. and Moch, M.K. (1987), “First order, second order, and third order change and
organization development interventions: a cognitive approach”, Journal of Applied
Behavioural Science, Vol. 23 No. 4, pp. 483-500.

886

JOCM
28,5

D
ow

nl
oa

de
d 

by
 T

A
SH

K
E

N
T

 U
N

IV
E

R
SI

T
Y

 O
F 

IN
FO

R
M

A
T

IO
N

 T
E

C
H

N
O

L
O

G
IE

S 
A

t 0
1:

43
 1

1 
N

ov
em

be
r 

20
16

 (
PT

)

http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F002188638702300404
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F002188638702300404
http://www.emeraldinsight.com/action/showLinks?crossref=10.1080%2F09585190600693322&isi=000238910800002
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F00251749810220496
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F014920639902500303&isi=000081348500002
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F001872679304600601&isi=A1993LJ24900001
http://www.emeraldinsight.com/action/showLinks?crossref=10.2307%2F256634&isi=A1996TV92200006
http://www.emeraldinsight.com/action/showLinks?crossref=10.1080%2F0958519042000257977&isi=000226375400001
http://www.emeraldinsight.com/action/showLinks?crossref=10.1111%2Fj.2044-8325.1990.tb00506.x&isi=A1990CT35300001
http://www.emeraldinsight.com/action/showLinks?crossref=10.1006%2Fjvbe.1996.0043&isi=A1996VV02800003
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2FJOCM-Feb-2011-0014&isi=000321881800009
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2FJOCM-Feb-2011-0014&isi=000321881800009


Barney, J.B. (1991), “Firm resources and sustained competitive advantage”, Journal of
Management, Vol. 17 No. 1, pp. 99-120.

Barney, J. and Wright, P. (1998), “On becoming a strategic partner: the role of human resources in
gaining competitive advantage”, Human Resource Management, Vol. 37, pp. 31-46.

Becker, B.E. and Saks, A.M. (1996), “Socialization tactics: longitudinal effects on newcomer
adjustment”, Academy of Management Journal, Vol. 39 No. 1, pp. 149-178.

Becker, B. (2001), Strategic Impact of HR, Harvard Business School Press, Boston, MA.

Becker, B. and Gerhart, B. (1996), “The impact of human resource management on organizational
performance: progress and prospects”, Academy of Management Journal, Vol. 39 No. 4,
p. 779.

Beer, M. and Nohria, N. (2000), “Cracking the code of change”, Harvard Business Review, Vol. 78
No. 3, pp. 133-142.

Beer, M., Eisenstat, R.A. and Spector, B. (1990), Why Change Programs Don’t Produce Change.

Beer, M., Spector, B., Lawrence, P.R., Mills, D.Q. and Walton, R.E. (1984), Managing Human
Assets, Free Press, New York, NY.

Beer, M., Spector, B., Lawrence, P., Mills, D.Q. and Walton, R. (1985), Human Resources
Management: A General Manager's Perspective, The Free Press, Glencoe, IL.

Benson, G.S. and Lawler, E.E. (2003), Employee Involvement: Utilization, Impacts, and Future
Prospects, A Guide to the Human Impact of Modern Working Practices, John Wiley and
Sons, London.

Bernstein, W.M. and Burke, W.W. (1989), “Modeling organizational meaning systems”,
in Woodman, R.W. and Pasmore, W.A. (Eds), Research in Organizational Change and
Development, Vol. 3, JAI Press, Greenwich, pp. 117-159.

Black, S.E. and Lynch, L.M. (2001), “How to compete: the impact of workplace practices and
information technology on productivity”, Review of Economics and Statistics, Vol. 83 No. 3,
pp. 17-21.

Bocchino, R. (1993), “Are you planning the future or fixing the past?”, Journal of Staff
Development, Vol. 14 No. 1, pp. 48-52.

Bordia, P., Hobman, E., Jones, E. and Gallois, C. (2004), “Uncertainty during organizational
change: types, consequences, and management strategies”, Journal of Business and
Psychology, Vol. 18 No. 4, pp. 507-532.

Bowen, D.E. and Ostroff, C. (2004), “Understanding HRM-firm performance linkages: the role of
‘Strength’ of the HRM system”,Academy of Management Review, Vol. 29 No. 2, pp. 203-221.

Bridges, W. and Mitchell, S. (2000), “Leading transition: a new model for change”, Leader to
Leader, Vol. 16 No. 3, pp. 30-36.

Brisson-Banks, C. (2010), “Managing change and transitions: a comparison of different models
and their commonalities”, Library Management, Vol. 31 No. 4, pp. 241-252.

Brockbank, W. (1999), “If HR were really strategically proactive: present and future directions in
HR’s contribution to competitive advantage”,Human Resource Management, Vol. 38 No. 4,
pp. 337-352.

Budhwar, P., Varma, A. and Katou, A. (2009), “The role of HR in cross-border mergers and
acquisitions the case of Indian pharmaceuticals firms”, Multinational Business Review,
Vol. 17 No. 2, pp. 89-109.

Burke, W.W. and Litwin, G.H. (1992), “A causal model of organizational performance and
change”, Journal of Management, Vol. 18 No. 3, p. 523.

Caldwell, R. (2001), “Champions, adapters, consultants and synergists: the new change agents in
HRM”, Human Resource Management Journal, Vol. 11 No. 3, pp. 39-52.

887

Identifying
critical HR
practices

D
ow

nl
oa

de
d 

by
 T

A
SH

K
E

N
T

 U
N

IV
E

R
SI

T
Y

 O
F 

IN
FO

R
M

A
T

IO
N

 T
E

C
H

N
O

L
O

G
IE

S 
A

t 0
1:

43
 1

1 
N

ov
em

be
r 

20
16

 (
PT

)

http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F014920639101700108&isi=A1991FE14500007
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F01435121011046317
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F014920639101700108&isi=A1991FE14500007
http://www.emeraldinsight.com/action/showLinks?crossref=10.1002%2F%28SICI%291099-050X%28199924%2938%3A4%3C337%3A%3AAID-HRM8%3E3.0.CO%3B2-5&isi=000083905300008
http://www.emeraldinsight.com/action/showLinks?crossref=10.1002%2F%28SICI%291099-050X%28199821%2937%3A1%3C31%3A%3AAID-HRM4%3E3.0.CO%3B2-W&isi=000072347800004
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F1525383X200900011
http://www.emeraldinsight.com/action/showLinks?crossref=10.2307%2F256634&isi=A1996TV92200006
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F014920639201800306&isi=A1992JN50800006
http://www.emeraldinsight.com/action/showLinks?crossref=10.2307%2F256712&isi=A1996VF19100002
http://www.emeraldinsight.com/action/showLinks?crossref=10.1111%2Fj.1748-8583.2001.tb00044.x
http://www.emeraldinsight.com/action/showLinks?crossref=10.1023%2FB%3AJOBU.0000028449.99127.f7&isi=000222096000006
http://www.emeraldinsight.com/action/showLinks?isi=000088059100015
http://www.emeraldinsight.com/action/showLinks?crossref=10.1023%2FB%3AJOBU.0000028449.99127.f7&isi=000222096000006
http://www.emeraldinsight.com/action/showLinks?isi=000220575500003


Chang, E. (1999), “Career commitment as a complex moderator of organizational commitment
and turnover intention”, Human Relations, Vol. 52 No. 10, pp. 1257-1278.

Chang, E. (2005), “Employees' overall perception of HRM effectiveness”, Human Relations,
Vol. 58 No. 4, pp. 523-544.

Chawla, A. and Kelloway, E.K. (2004), “Predicting openness and commitment to change”,
Leadership and Organization Development Journal, Vol. 25 No. 5, pp. 485-498.

Chew, J. and Chan, C.C. (2008), “Human resource practices, organizational commitment and
intention to stay”, International Journal of Manpower, Vol. 29 No. 6, pp. 503-522.

Coch, L. and French, J.R. (1953), “Overcoming resistance to change group dynamics: research and
theory”, in Cartwright, D.E. and Zander, A. (Eds), Evanston, Tavistock Publications,
London, p. 111.

Conner, J. and Ulrich, D. (1996), “Human resource roles: creating value, not rhetoric”, People and
Strategy, Vol. 19 No. 3, pp. 38.

Convey, S. (1994), “Performance measurement in cross-functional teams”, CMA, Vol. 68 No. 8,
pp. 13-15.

Covey, S.R. and Gulledge, K.A. (1994), “Principle-centered leadership and change”, The Journal
for Quality and Participation, Vol. 17 No. 2, pp. 12-21.

Covin, T.J. and Kilmann, R.H. (1990), “Participant perceptions of positive and negative influences
on large-scale change”, Group & Organization Studies (1986-1998), Vol. 15 No. 2,
pp. 233-248.

Dauber, D. (2012), “Opposing positions in M&A research: culture, integration and performance”,
Cross Cultural Management, Vol. 19 No. 3, pp. 375-398.

Delaney, J.T. and Huselid, M.A. (1996), “The impact of human resource management practices on
perceptions of organizational performance”, Academy of Management Journal, Vol. 39
No. 4, p. 949.

Delery, J.E. and Doty, D.H. (Eds) (1996), “Modes of theorizing in strategic human resource
management: tests of universalistic, contingency, and configurational performance
predictions”, Academy of Management Journal, Vol. 39 No. 4, p. 802.

Denison, D.R., Hart, S.L. and Kahn, J.A. (1996), “From chimneys to cross-functional teams:
developing and validating a diagnostic model”, Academy of Management Journal, Vol. 39
No. 4, p. 1005.

DiFonzo, N. and Bordia, P. (1986-1998), “A tale of two corporations: managing uncertainty during
organizational change”, Human Resource Management, Vol. 37 Nos 3-4, pp. 295-303.

Doyle, M. (2002), “From change novice to change expert: issues of learning, development and
support”, Personnel Review, Vol. 31 No. 4, pp. 465-481.

Dutton, J.E. (1992), “The making of organizational opportunities: an interpretative pathway to
organizational change”, Research in Organization Behaviour, Vol. 15, pp. 195-226.

Eby, L.T., Adams, D.M., Russell, J.E.A. and Gaby, S.H. (2000), “Perceptions of organizational
readiness for change: factors related to employee’s reactions to the implementation of team-
based selling”, Human Relations, Vol. 53 No. 3, pp. 419-442.

Eichinger, R. and Ulrich, D. (1996), “It’s De-Ja Future all over again: are you getting ready?”,
Human Resource Planning, Vol. 1999, pp. 50-61.

Ellis, F. (2007), “The benefits of partnership for OD and HR: the changing roles of OD and HR
create a new partnership dynamic”, Strategic HR Review, Vol. 6 No. 4, pp. 32-35.

Emery, C.R., Summers, T.P. and Surak, T.P. (1996), “The role of organizational climate in the
implementation of total quality management”, Journal of Managerial Issues, Vol. 8 No. 4,
pp. 484-496.

888

JOCM
28,5

D
ow

nl
oa

de
d 

by
 T

A
SH

K
E

N
T

 U
N

IV
E

R
SI

T
Y

 O
F 

IN
FO

R
M

A
T

IO
N

 T
E

C
H

N
O

L
O

G
IE

S 
A

t 0
1:

43
 1

1 
N

ov
em

be
r 

20
16

 (
PT

)

http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F01437730410556734
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F14754390980000985
http://www.emeraldinsight.com/action/showLinks?crossref=10.2307%2F256718&isi=A1996VF19100008
http://www.emeraldinsight.com/action/showLinks?crossref=10.2307%2F256713&isi=A1996VF19100003
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F01437720810904194&isi=000260712700007
http://www.emeraldinsight.com/action/showLinks?crossref=10.2307%2F256721&isi=A1996VF19100011
http://www.emeraldinsight.com/action/showLinks?crossref=10.1002%2F%28SICI%291099-050X%28199823%2F24%2937%3A3%2F4%3C295%3A%3AAID-HRM10%3E3.0.CO%3B2-3&isi=000076791000010
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F00483480210430373&isi=000176499000004
http://www.emeraldinsight.com/action/showLinks?isi=A1992KR02500004
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F0018726700533006&isi=000089346600006
http://www.emeraldinsight.com/action/showLinks?isi=000083419300002
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F13527601211247107
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F0018726705055037&isi=000230730000006


Evans, P.B. and Wurster, T.S. (1997), “Strategy and the new economics of information”, Harvard
Business Review, Vol. 75 No. 5, pp. 70-82.

Farquharson, L. and Baum, T. (2002), “Enacting organisational change programmes: a centre
stage role for HRM?”, International Journal of Contemporary Hospitality Management,
Vol. 14 No. 5, pp. 243-250.

Fitz-enz, J. and Davison, B. (2002),How to Measure Human Resources Management, McGraw-Hill,
New York, NY.

Flannery, T.P., Hofrichter, D.A., Platten, P. and Platten, P.E. (1996), People, Performance, & Pay:
Dynamic Compensation for Changing Organizations, The Free Press, NewYork, NY.

Ford, R.C. and Randolp, W.A. (1992), “Cross-functional structures: a review and integration
of matrix organization and project management”, Journal of Management, Vol. 18 No. 2,
pp. 267-294.

Gartner, K. and Nollen, S. (1989), “Career experiences, perceptions of employment practices and
psychological commitment to the organization”, Human Relations, Vol. 42 No. 11,
pp. 975-991.

Giangreco, A. and Peccei, R. (2005), “The nature and antecedents of middle managers’ resistance
to change: evidence from an Italian context”, The International Journal of Human
Resources Management, Vol. 16 No. 10, pp. 1812-1829.

Glover, J. (1993), “Achieving the organizational change necessary for successful TQM”,
The International Journal of Quality & Reliability Management, Vol. 10 No. 6, p. 47.

Gomez-Mejia, L.R., Balkin, D.B. and Cardy, R.L. (2009), Managing Human Resources, Prentice
Hall, Englewood Cliffs, NJ.

Goodman, P.S. and Dean, J.W. (1982), Creating Long-Term Organizational Change. Change in
Organizations: New Perspectives in Theory, Research and Practice, Jossey-Bass,
San Francisco, CA.

Guest, D. (1997), “Human resource management and performance: a review and research
agenda”, International Journal of Human Resource Management, Vol. 8 No. 3,
pp. 263-276.

Huselid, M.A. (1995), “The impact of human resource management practices on turnover,
productivity, and corporate financial performance”, Academy of Management Journal,
Vol. 38 No. 3, pp. 635-672.

Huselid, M.A. and Becker, B.E. (1996), “Methodological issues in cross-sectional and panel
estimates of the human resource-firm performance link”, Industrial Relations, Vol. 35 No. 3,
pp. 400-422.

Huselid, M.A., Jackson, S.E. and Schuler, R.S. (1997), “Technical and strategic human resource
management effectiveness as determinants of firm performance”, Academy of
Management Journal, Vol. 40 No. 1, pp. 171-188.

Ichniowski, C., Shaw, K. and Prennushi, G. (1994), The Effects of Human Resource Management
Practices on Productivity, Columbia University Graduate School of Business, New York, NY.

Ichniowski, C., Shaw, K. and Prennushi, G. (1997), “The effects of human resource management
practices on productivity: a study of steel finishing lines”, The American Economic Review,
Vol. 87 No. 3, pp. 291-313.

Iles, P., Mabey, C. and Robertson, I. (1990), “HRM practices and employee commitment:
possibilities, pitfalls and paradoxes”, British Journal of Management, Vol. 1 No. 3,
pp. 147-157.

Jaarsveld, V.M. (2005), “Black economic empowerment and skills development: a success in many
ways”, South Africa Mercantile, Vol. 261, pp. 266-267.

889

Identifying
critical HR
practices

D
ow

nl
oa

de
d 

by
 T

A
SH

K
E

N
T

 U
N

IV
E

R
SI

T
Y

 O
F 

IN
FO

R
M

A
T

IO
N

 T
E

C
H

N
O

L
O

G
IE

S 
A

t 0
1:

43
 1

1 
N

ov
em

be
r 

20
16

 (
PT

)

http://www.emeraldinsight.com/action/showLinks?crossref=10.2307%2F257025&isi=A1997WN87100007
http://www.emeraldinsight.com/action/showLinks?crossref=10.2307%2F257025&isi=A1997WN87100007
http://www.emeraldinsight.com/action/showLinks?crossref=10.1080%2F09585190500298404&isi=000233742500002
http://www.emeraldinsight.com/action/showLinks?crossref=10.1080%2F09585190500298404&isi=000233742500002
http://www.emeraldinsight.com/action/showLinks?isi=A1997XJ11600003
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2FEUM0000000001658
http://www.emeraldinsight.com/action/showLinks?isi=A1997XU25200010
http://www.emeraldinsight.com/action/showLinks?crossref=10.1111%2Fj.1467-8551.1990.tb00003.x
http://www.emeraldinsight.com/action/showLinks?isi=A1997XU25200010
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F09596110210433772
http://www.emeraldinsight.com/action/showLinks?crossref=10.1080%2F095851997341630
http://www.emeraldinsight.com/action/showLinks?crossref=10.2307%2F256741&isi=A1995RC50400002
http://www.emeraldinsight.com/action/showLinks?crossref=10.1111%2Fj.1468-232X.1996.tb00413.x&isi=A1996VB76300005
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F014920639201800204&isi=A1992HX86200004
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F001872678904201102&isi=A1989CD09200002


Janet, T.P., Cadwallader, S. and Busch, P. (2008), “Want to, need to, ought to: employee
commitment to organizational change”, Journal of Organizational Change Management,
Vol. 21 No. 1, pp. 32-52.

Jaros, S.J. (1995), “An assessment of Meyer and Allen’s (1991) three-component model of
organizational commitment and turnover intentions”, Academy of Management Journal,
Vol. 1995 No. 1, pp. 317-321.

Judge, T.A., Higgins, C.A., Thoresen, C.J. and Barrick, M.R. (1999), “The big five personality
traits, general mental ability, and career success across the life span”, Personnel
Psychology, Vol. 52 No. 3, pp. 621-652.

Kalyani, M. and Sahoo, M. P. (Eds) (2011), “Human resource strategy: a tool of managing change
for organizational excellence”, International Journal of Business and Management, Vol. 6
No. 8, pp. 280-286.

Kanter, R.M. (1985), “Managing the human side of change”, Management Review, pp. 52-56.

Karimi, J., Somers, T.M. and Gupta, Y.P. (2001), “Impact of information technology management
practices on customer service”, Journal of Management Information Systems, Vol. 17 No. 4,
pp. 125-158.

Kinicki, A.J., Carson, K.P. and Bohlander, G.W. (1992), “Relationship between an organization's
actual human resource efforts and employee attitudes”, Group and Organization Studies,
Vol. 17 No. 2, p. 135.

Klaus, L.A. (1997), “Minimize employee resistance to change by focusing on human side”, Quality
Progress, Vol. 30 No. 12, p. 12.

Kotter, J.P. (1995), “Leading change: why transformational efforts fail”,Harvard Business Review,
Vol. 73 No. 2, pp. 59-67.

Kreitner, R. and Kinicki, A. (2004), Organizational Behaviour, Vol. 6, McGraw-Hill,
New York, NY.

Kumar, D.M. and Pandya, S. (2012), “Leveraging technology towards HR excellence”,
Information Management and Business Review, Vol. 4 No. 3, pp. 205-216.

Kumar, R.R. and Kamalanabhan, T.J. (2005), “The role of personality factors in coping with
organizational change”, The International Journal of Organisational Analysis, Vol. 13 No. 2,
pp. 175-192.

Lau, C. and Woodman, R.W. (1995), “Understanding organizational change: a schematic
perspective”, Academy of Management Journal, Vol. 38 No. 2, pp. 537-554.

Lawler, E.E. and Mohrman, S. (2003), “HR as a strategic partner: what does it take to make it
happen?”, Human Resource Planning, Vol. 26 No. 3, pp. 15-29.

Leverick, F., Littler, D., Bruce, M. and Wilson, D. (1998), “Using information technology effectively:
a study of marketing installations”, Journal of Marketing Management, Vol. 14 No. 8,
pp. 927-962.

Lewis, L.K. and Seibold, D.R. (1993), “Innovation modification during intraorganizational
adoption”, Academy of Management Review, Vol. 18 No. 2, pp. 322-354.

Liebowitz, J. (2010), “The role of HR in achieving a sustainability culture”, Journal of Sustainable
Development, Vol. 3 No. 4, pp. 50-57.

Loi, R., Hang-yue, N. and Foley, S. (2006), “Linking employees’ justice perceptions to organizational
commitment and intention to leave: the mediating role of perceived organizational support”,
Journal of Occupational and Organizational Psychology, Vol. 79 No. 1, pp. 101-120.

Long, C.S. and Ismail, W.K.W. (2012), “The HR specialist as an agent of change: skills that open
up a place at the company's top table”, Human Resource Management International Digest,
Vol. 20 No. 2, pp. 24-28.

890

JOCM
28,5

D
ow

nl
oa

de
d 

by
 T

A
SH

K
E

N
T

 U
N

IV
E

R
SI

T
Y

 O
F 

IN
FO

R
M

A
T

IO
N

 T
E

C
H

N
O

L
O

G
IE

S 
A

t 0
1:

43
 1

1 
N

ov
em

be
r 

20
16

 (
PT

)

http://www.emeraldinsight.com/action/showLinks?system=10.1108%2Feb029003
http://www.emeraldinsight.com/action/showLinks?crossref=10.5539%2Fijbm.v6n8p280
http://www.emeraldinsight.com/action/showLinks?crossref=10.2307%2F256692&isi=A1995QR41800011
http://www.emeraldinsight.com/action/showLinks?isi=000167939400006
http://www.emeraldinsight.com/action/showLinks?crossref=10.1362%2F026725798784867554
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F1059601192172003&isi=A1992HY38900003
http://www.emeraldinsight.com/action/showLinks?isi=A1993KX25900005
http://www.emeraldinsight.com/action/showLinks?isi=A1995QJ96600009
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F09534810810847020&isi=000253923000003
http://www.emeraldinsight.com/action/showLinks?crossref=10.5539%2Fjsd.v3n4p50
http://www.emeraldinsight.com/action/showLinks?crossref=10.5539%2Fjsd.v3n4p50
http://www.emeraldinsight.com/action/showLinks?crossref=10.1348%2F096317905X39657&isi=000236462100006
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F09670731211208166
http://www.emeraldinsight.com/action/showLinks?crossref=10.1111%2Fj.1744-6570.1999.tb00174.x&isi=000082647000005
http://www.emeraldinsight.com/action/showLinks?crossref=10.1111%2Fj.1744-6570.1999.tb00174.x&isi=000082647000005


MacDuffie, J.P. (1995), “Human resource bundles and manufacturing performance: organizational
logic and flexible production systems in the world auto industry”, Industrial and Labor
Relations Review, Vol. 48 No. 2, pp. 197-221.

Macey, W.H. and Schneider, B. (2008), “The meaning of employee engagement”, Industrial and
Organizational Psychology, Vol. 1 No. 1, pp. 3-30.

Martin, A.J., Jones, E.S. and Callan, V.J. (2006), “Status differences in employee adjustment
during organizational change”, Journal of Managerial Psychology, Vol. 21 No. 1,
pp. 145-162.

Mat, N. and Jantan, M. (2009), “Trust and coordination in cross-functional new product development
(NPD) teams and the effects on new product development performance: the
Malaysian perspective”, International Journal of Management and Innovation, Vol. 1 No. 2,
pp. 72-90.

Meyer, J.P. and Allen, N.J. (1991), “A three component conceptualization of organizational
commitment”, Human Resource Management Review, pp. 61-89.

Meyer, J.P. and Allen, N.J. (1997), Commitment in the Workplace, Sage Publications,
San Francisco, CA.

Meyer, J.P. and Smith, C.A. (2000), “HRM practices and organizational commitment: test of
a mediation model”, Canadian Journal of Administrative Sciences, Vol. 17 No. 4, pp. 319-331.

Meyer, J.P., Allen, N.J. and Smith, C.A. (1993), “Commitment to organizations and occupations:
extension and”, Journal of Applied Psychology, Vol. 78 No. 4, p. 538.

Meyer, J.P., Allen, N.J. and Topolnytsky, L. (1998a), “Commitment in a changing world of work”,
Canadian Psychology, Vol. 39 Nos 1/2, pp. 83-93.

Meyer, J.P., Gregory, I.P. and Allen, N.J. (1998b), “Examination of the combined effects of
work values and early work experiences on organizational commitment”, Journal of
Organizational Behavior (1986-1998), Vol. 19 No. 1, p. 29.

Meyer, J.P., Hecht, T.D., Gill, H. and Toplonytsky, L. (2010), “Person-organization (culture) fit and
employee commitment under conditions of organizational change: a longitudinal study”,
Journal of Vocational Behaviour, Vol. 76 No. 3, pp. 458-473.

Meyer, J.P., Paunonen, S.V., Gellatly, I.R., Goffin, R.D. and Jackson, D.N. (1989), “Organizational
commitment and job performance: it’s the nat”, Journal of Applied Psychology, Vol. 74 No. 1,
p. 152.

Meyer, J.P., Stanley, D.J., Herscovitch, L. and Topolnytsky, L. (2002), “Affective, continuance, and
normative commitment to the organization: a meta-analysis of antecedents, correlates, and
consequences”, Journal of Vocational Behavior, Vol. 61 No. 1, pp. 20-52.

Meyer, J.P., Srinivas, E.S., Lal, J.B. and Topolyntsky, L. (2007), “Employee commitment and
support for an organizational change: test of the three-component model in two cultures”,
Journal of Occupational and Organizational Psychology, Vol. 80 No. 2, pp. 185-211.

Montes, F.J.L., Jover, A.V. and Fernández, L.M.M. (2003), “Factors affecting the relationship
between total quality management and organizational performance”, International Journal
of Quality & Reliability Management, Vol. 20 No. 2, pp. 189-209.

Mossholder, K.W., Richardson, H.A. and Settoon, R.P. (2011), “Human resource systems and
helping in organizations: a relational Richardson perspective”, Academy of Management
Review, Vol. 36 No. 1, pp. 33-52.

Murdoch, A. (1997), Human re-engineering”, Management Today, pp. 6-9.

Nadler, D.A., Cammann, C. and Mirvis, P.H. (1980), “Developing a feedback system for work
units: a field experiment in structural change”, The Journal of Applied Behavioral Science,
Vol. 16 No. 1, pp. 41-62.

891

Identifying
critical HR
practices

D
ow

nl
oa

de
d 

by
 T

A
SH

K
E

N
T

 U
N

IV
E

R
SI

T
Y

 O
F 

IN
FO

R
M

A
T

IO
N

 T
E

C
H

N
O

L
O

G
IE

S 
A

t 0
1:

43
 1

1 
N

ov
em

be
r 

20
16

 (
PT

)

http://www.emeraldinsight.com/action/showLinks?crossref=10.2307%2F2524483&isi=A1995QA91400001
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F0021-9010.74.1.152&isi=A1989T193800019
http://www.emeraldinsight.com/action/showLinks?crossref=10.2307%2F2524483&isi=A1995QA91400001
http://www.emeraldinsight.com/action/showLinks?crossref=10.1006%2Fjvbe.2001.1842&isi=000176895600002
http://www.emeraldinsight.com/action/showLinks?crossref=10.1111%2Fj.1754-9434.2007.0002.x&isi=000207906800002
http://www.emeraldinsight.com/action/showLinks?crossref=10.1111%2Fj.1754-9434.2007.0002.x&isi=000207906800002
http://www.emeraldinsight.com/action/showLinks?crossref=10.1348%2F096317906X118685&isi=000247430700002
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F02683940610650758
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F02656710310456617
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F02656710310456617
http://www.emeraldinsight.com/action/showLinks?crossref=10.5465%2FAMR.2011.55662500&isi=000285533800003
http://www.emeraldinsight.com/action/showLinks?crossref=10.1016%2F1053-4822%2891%2990011-Z
http://www.emeraldinsight.com/action/showLinks?crossref=10.5465%2FAMR.2011.55662500&isi=000285533800003
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2Fh0086797&isi=000074410300009
http://www.emeraldinsight.com/action/showLinks?crossref=10.1002%2F%28SICI%291099-1379%28199801%2919%3A1%3C29%3A%3AAID-JOB818%3E3.0.CO%3B2-U
http://www.emeraldinsight.com/action/showLinks?crossref=10.1002%2F%28SICI%291099-1379%28199801%2919%3A1%3C29%3A%3AAID-JOB818%3E3.0.CO%3B2-U
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F002188638001600105
http://www.emeraldinsight.com/action/showLinks?crossref=10.1111%2Fj.1936-4490.2000.tb00231.x
http://www.emeraldinsight.com/action/showLinks?crossref=10.1016%2Fj.jvb.2010.01.001&isi=000276918400011
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F0021-9010.78.4.538&isi=A1993LV18800002


Nishii, L.H., Lepak, D.P. and Schneider, B. (2008), “Employee attributions of the why of HR
practices: their effect on employee attitudes and behaviours, and customer satisfaction”,
Personnel Psychology, Vol. 61 No. 3, pp. 503-545.

Noe, R. (2002), Employee Training and Development, Cornell University, McGraw-Hill/Irwin.

Ogilvie, J.R. and Stork, D. (2003), “Starting the HR and change conversation with history”,
Journal of Organizational Change Management, 16.

Oreg, S. (2006), “Personality, context, and resistance to organizational change”, European Journal
of Work and Organizational Psychology, Vol. 15 No. 1, pp. 73-101.

Osterman, P. (2000), “Work reorganization in an era of restructuring: trends in diffusion and effects
on employee welfare”, Industrial & Labor Relations Review, Vol. 53 No. 2, pp. 179-196.

Pater, R. (2011), “Leveraging leadership: making the most from the least”, Professional Safety,
Vol. 56 No. 4, pp. 55-57.

Peccei, R., Giangreco, A. and Sebastiano, A. (2011), “The role of organisational commitment in the
analysis of resistance to change”, Personnel Review, Vol. 40 No. 2, pp. 185-204.

Pfeffer, J. (1994), Competitive Advantage through people: Unleashing the Power of the Work Force,
Harvard Business School Press, Boston, MA.

Pfeffer, J. (1998), The Human Equation: Building Profits by Putting People First, Harvard Business
School Press, Boston, MA.

Poon, I.H.F. and Rowley, C. (2010), “Change in Asia a review of management theory and research
related to human resources”, Asia Pacific Business Review, Vol. 16, pp. 591-607.

Ramos-Rodriguez, A. and Ruiz-Navarro, J. (2004), “Changes in the intellectual structure of
strategic management research: a bibliometric study of strategic management journal”,
Strategic Management Journal, Vol. 5, pp. 981-1004.

Rizvi, Y. (2010), “Human capital development role of HR during mergers and acquisitions”,
The South East Asian Journal of Management, Vol. 4 No. 1, pp. 17-28.

Rees, C. (2008), Organization Development in the 21st Century in Wankel Handbook of 21st
Century Management, Sage, New York, NY.

Rees, C.J. and Johari, H. (2010), “Senior managers’ perceptions of the HRM function during times of
strategic organizational change, case study evidence from a public sector banking institution
in Malaysia”, Journal of Organizational Change Management, Vol. 23 No. 5, pp. 517-536.

Robbins, S., Sanghi, S. and Judge, T. (2009), Organizational Behaviour: Concept, Features and
Importance, Vol. 13, Pearson Education.

Robertson, P.J., Roberts, D.R. and Porras, J.I. (1993), “Dynamics of planned organizational change:
assessing empirical support for a theoretical model”, Academy of Management Journal,
Vol. 36 No. 3, pp. 619-634.

Robey, D., Ross, J.W. and Boudreau, M.C. (2002), “Learning to implement enterprise systems: an
exploratory study of the dialectics of change”, Journal of Management Information
Systems, Vol. 19 No. 1, pp. 17-46.

Ruona, W.E.A. and Gibson, S.K. (2004), “The making of twenty-first century HR: an analysis of the
convergence of HRM, HRD and OD”,Human Resource Management, Vol. 43 No. 1, pp. 49-66.

Schneider, B. and Bowen, D.E. (1985), “Employee and customer perceptions of service in banks:
replication and extension”, Journal of Applied Psychology, Vol. 70 No. 3, pp. 423-433.

Schuler, R.S. and Jackson, S.E. (1987), “Linking competitive strategies with human resource
management practices”, The Academy of Management Executive, Vol. 1 No. 3, pp. 207-219.

Schweiger, D.M. and Denisi, A.S. (1991), “Communication with employees following a merger:
a longitudinal field experiment”, Academy of Management Journal, Vol. 34 No. 1,
pp. 110-135.

892

JOCM
28,5

D
ow

nl
oa

de
d 

by
 T

A
SH

K
E

N
T

 U
N

IV
E

R
SI

T
Y

 O
F 

IN
FO

R
M

A
T

IO
N

 T
E

C
H

N
O

L
O

G
IE

S 
A

t 0
1:

43
 1

1 
N

ov
em

be
r 

20
16

 (
PT

)

http://www.emeraldinsight.com/action/showLinks?crossref=10.1002%2Fhrm.20002&isi=000221032900010
http://www.emeraldinsight.com/action/showLinks?crossref=10.1080%2F13602380903499987
http://www.emeraldinsight.com/action/showLinks?crossref=10.1002%2Fsmj.397&isi=000223877300002
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F0021-9010.70.3.423&isi=A1985ANY6800001
http://www.emeraldinsight.com/action/showLinks?crossref=10.1080%2F13594320500451247&isi=000236129400004
http://www.emeraldinsight.com/action/showLinks?crossref=10.1080%2F13594320500451247&isi=000236129400004
http://www.emeraldinsight.com/action/showLinks?crossref=10.5465%2FAME.1987.4275740
http://www.emeraldinsight.com/action/showLinks?crossref=10.2307%2F256304&isi=A1991EZ33300005
http://www.emeraldinsight.com/action/showLinks?crossref=10.2307%2F2696072&isi=000085175200001
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F09534811011071261&isi=000283344500005
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F00483481111106075&isi=000288771600012
http://www.emeraldinsight.com/action/showLinks?crossref=10.2307%2F256595&isi=A1993LD77100008
http://www.emeraldinsight.com/action/showLinks?crossref=10.1111%2Fj.1744-6570.2008.00121.x&isi=000258206700002
http://www.emeraldinsight.com/action/showLinks?isi=000176356800002
http://www.emeraldinsight.com/action/showLinks?isi=000176356800002


Senge, P.M., Kliener, A., Roberts, C. and Ross, R. (1999), The Dance of Change: The Challenge of
Sustaining Momentum in Learning Organizations, Doubleday, New York, NY.

Shore, L.M., Barksdale, K. and Shore, T.H. (1995), “Managerial perceptions of employee commitment
to the organization”, Academy of Management Journal, Vol. 38 No. 6, pp. 1593-1615.

Shum, P.P. (2007), “Employees’ readiness and commitment to change: the missing links to successful
customer relationship management implementation”, University of Melbourne, Department of
Management and Marketing.

Shum, P., Bove, L. and Auh, S. (2008), “Employees’ affective commitment to change”, European
Journal of Marketing, Vol. 42 No. 11, pp. 1346-1371.

Sloyan, R.M. (2009), Trust, Sensemaking, and Individual Responses to Organizational Change,
Benedictine University.

Smeltzer, L.R. and Zener, M.F. (1998), “Development of a model for announcing major layoffs”,
Group & Organization Studies, Vol. 17 No. 4, p. 446.

Spence, A. (2009), “Lead change by example”, Strategic HR Review, Vol. 8 No. 5, pp. 42-43.

Spiker, B.K. and Lesser, E. (1995), “We have met the enemy…”, The Journal of Business Strategy,
Vol. 16 No. 2, pp. 17-21.

Spreitzer, G.M. (1996), “Social structural characteristics of psychological empowerment”,
Academy of Management Journal, Vol. 39 No. 2, p. 483.

Storey, J. (1992), Developments in the Management of Human Resources, Oxford Blackwell.

Tetenbaum, T.J. (1998), “Shifting paradigms: from Newton to chaos”, Organizational Dynamics,
Vol. 24 No. 4, pp. 21-32.

Tiong, T. (2005), “Maximizing human resource potential in the midst of organisational change”,
Singapore Management Review, Vol. 27 No. 2, pp. 25-35.

Ulrich, D. (1993), “Profiling organizational competitiveness: cultivating capabilities”, HR. Human
Resource Planning, Vol. 16 No. 3, p. 1.

Ulrich, D. (1997), Human Resources Champions, Harvard Business School Press, Boston, MA.

Ulrich, D. and Brockbank, W. (2005), The HR Value Proposition, Harvard Business School Press,
Boston, MA.

Ulrich, D., Brockbank, W., Arthur, K.Y. and Dale, G.L. (1995), “Human resource competencies: an
empirical assessment”, Human Resource Management, Vol. 34 No. 4, p. 116.

Ulrich, D., Brockbank, W., Younger, J., Nyman, M. and Allen, J. (2009), HR Transformation:
Building Human Resources from the Outside in, McGraw Hill Professional.

Walker, J. (1992), Human Resource Strategy, McGraw-Hill, New York, NY.

Wanberg, C.R. and Banas, J.T. (2000), “Predictors and outcomes of openness to changes in a
reorganizing workplace”, Journal of Applied Psychology, Vol. 85 No. 1, pp. 132-142.

Wang, M. and Phwang, K. (2012), “The impact of employee perceptions of human resource
management systems on job satisfaction and organizational commitment during
privatization the transformations of privatization: an empirical study of
telecommunications corporations in Taiwan”, Asia Pacific Management Review,
Vol. 17 No. 3.

Weber, P.S. and Weber, J.E. (2001), “Changes in employee perceptions during organizational
change”, Leadership & Organization Development Journal, Vol. 22 No. 5, pp. 291-300.

Weisbord, M.R. (1992), Discovering Common Ground, Berrett-Koehler, San Francisco, CA.

Wright, P.A. and Snell, S.A. (1998), “Toward a unifying framework for exploring fit and
flexibility in strategic human resource management”, Academy of Management Review,
Vol. 23 No. 4, pp. 756-772.

893

Identifying
critical HR
practices

D
ow

nl
oa

de
d 

by
 T

A
SH

K
E

N
T

 U
N

IV
E

R
SI

T
Y

 O
F 

IN
FO

R
M

A
T

IO
N

 T
E

C
H

N
O

L
O

G
IE

S 
A

t 0
1:

43
 1

1 
N

ov
em

be
r 

20
16

 (
PT

)

http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F01437730110403222
http://www.emeraldinsight.com/action/showLinks?crossref=10.1177%2F1059601192174009&isi=A1992JY37000009
http://www.emeraldinsight.com/action/showLinks?isi=000076489300012
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2Fshr.2009.37208eab.002
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2Feb039686
http://www.emeraldinsight.com/action/showLinks?crossref=10.2307%2F256789&isi=A1996UE39800010
http://www.emeraldinsight.com/action/showLinks?crossref=10.2307%2F256845&isi=A1995TQ30900005
http://www.emeraldinsight.com/action/showLinks?crossref=10.1016%2FS0090-2616%2898%2990003-1&isi=000073205900003
http://www.emeraldinsight.com/action/showLinks?crossref=10.1037%2F0021-9010.85.1.132&isi=000085914500014
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F03090560810903709&isi=000261633400013
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F03090560810903709&isi=000261633400013


Wright, P.M., McMahan, G.C. and McWilliams, A. (1994), “Human resources and sustained
competitive advantage: a resource-based perspective”, International Journal of Human
Resource Management, Vol. 5 No. 2, pp. 301-326.

Wright, P.M., Gardner, T.M. and Moynihan, L.M. (2003), “The impact of HR practices on the
performance of business units”, Human Resource Management Journal, Vol. 13 No. 3,
pp. 21-36.

Wheatley, M. (1992), Leadership and the New Science: Learning about Organization from an
Orderly Universe, Berrett-Koehler Publishers, San Francisco, CA.

Youndt, M.A., Snell, S.A., Dean, J.W. and Lepak, D.P. (1996), “Human resource management,
manufacturing strategy, and firm performance”, Academy of Management Journal, Vol. 39
No. 4, pp. 836-866.

Zaccaro, S.J. and Banks, D. (2004), “Leader visioning and adaptability bridging the gap between
research and practice and developing the ability to manage change”, Human Resource
Management, Vol. 43 No. 4, pp. 367-380.

Zammuto, R.F. and O’Connor, E.J. (1992), “Gaining advanced manufacturing technologies’
benefits: the roles of organization design and culture”, The Academy of Management
Review, Vol. 17 No. 4, pp. 701-728.

Zuzeviciute, V. and Tereseviciene, M. (2010), “The role of a human resource manager as
a facilitator of learning”, Baltic Journal of Management, Vol. 5 No. 1, pp. 68-81.

About the authors
Shweta Maheshwari is currently working as the Associate Director at the SS&C Globeop. She has
done Masters in Management and has over 12 years of experience in industry and academia
within the Human Resources department of leading organizations in banking and financial
services sector and management institute. Her areas of interest include Learning and
Development, Change Management and Organizational Development. Her research work has
been published in leading international and national journals of repute. She was awarded for
innovative practices in teaching recently. Shweta Maheshwari is the corresponding author and
can be contacted at: zoomshweta@gmail.com

Dr Veena Vohra is the Programme Chair of the MBA programme and a Professor HR and BS
at the SBM. She has earned her doctorate in the area of Leadership and Emotional Intelligence
studies. She has to her credit two books as Indian adaptations and several publications.
Her research interests lie in the fields of managing organizational change, emotional intelligence
and leadership development.

For instructions on how to order reprints of this article, please visit our website:
www.emeraldgrouppublishing.com/licensing/reprints.htm
Or contact us for further details: permissions@emeraldinsight.com

894

JOCM
28,5

D
ow

nl
oa

de
d 

by
 T

A
SH

K
E

N
T

 U
N

IV
E

R
SI

T
Y

 O
F 

IN
FO

R
M

A
T

IO
N

 T
E

C
H

N
O

L
O

G
IE

S 
A

t 0
1:

43
 1

1 
N

ov
em

be
r 

20
16

 (
PT

)

http://www.emeraldinsight.com/action/showLinks?crossref=10.1002%2Fhrm.20030&isi=000225306000006
http://www.emeraldinsight.com/action/showLinks?crossref=10.1002%2Fhrm.20030&isi=000225306000006
http://www.emeraldinsight.com/action/showLinks?isi=A1992JR92200003
http://www.emeraldinsight.com/action/showLinks?isi=A1992JR92200003
http://www.emeraldinsight.com/action/showLinks?system=10.1108%2F17465261011016568
http://www.emeraldinsight.com/action/showLinks?crossref=10.1080%2F09585199400000020
http://www.emeraldinsight.com/action/showLinks?crossref=10.1080%2F09585199400000020
http://www.emeraldinsight.com/action/showLinks?crossref=10.1111%2Fj.1748-8583.2003.tb00096.x
http://www.emeraldinsight.com/action/showLinks?crossref=10.2307%2F256714&isi=A1996VF19100004

