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Abstract

This study aimed to develop and test a structural model of change management based on organizational culture, considering
the mediating role of organizational commitment among employees of information technology companies. This applied
study employed a quantitative descriptive—correlational design. The statistical population consisted of employees working
in information technology companies, from which 232 participants were selected using convenience sampling. Data were
collected through three standardized instruments: Denison’s Organizational Culture Questionnaire (2000), Allen and
Meyer’s Organizational Commitment Questionnaire (1990), and Mill’s Change Management Questionnaire (2003), all
measured on a five-point Likert scale. Reliability was confirmed with Cronbach’s alpha coefficients above 0.87 for all
constructs. Data analysis was conducted using SPSS and AMOS software. Confirmatory factor analysis and structural
equation modeling were applied to evaluate the measurement and structural models. The results indicated that both
organizational culture and organizational commitment had positive and significant effects on change management (p<0.001).
The correlation coefficient between organizational culture and change management was 0.574, while that of organizational
commitment and change management was 0.590. Path analysis revealed that organizational culture had both a direct effect
(B=0.415) and an indirect effect through organizational commitment ($=0.217) on change management. The total effect of
organizational culture on change management was 0.632, confirming the partial mediating role of organizational
commitment. The findings suggest that successful change management depends on the simultaneous reinforcement of
organizational culture and employee commitment. A supportive and participative culture enhances employees’ commitment,
which in turn facilitates acceptance of change and reduces resistance. Therefore, managers should prioritize fostering a
learning-oriented culture and strengthening organizational commitment to ensure effective and sustainable change
implementation.

Keywords: Change Management, Organizational Culture, Organizational Commitment, Structural Equation Modeling,
Mediation
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In today’s highly dynamic and uncertain business environment, organizations are increasingly required to
adapt to rapid technological advancements, intensified global competition, and continuously evolving
stakeholder expectations. These conditions have transformed organizational change from a sporadic
managerial initiative into a continuous and strategic necessity for survival and long-term performance (Burke,
2018; Cameron & Green, 2019). Consequently, the ability to effectively manage change has become one of
the most critical competencies for modern organizations, particularly those operating in knowledge-intensive
and technology-driven sectors (Aprianto et al., 2025; Khan et al., 2025).

Despite its strategic importance, empirical evidence consistently indicates that a large proportion of
organizational change initiatives fail or fall short of achieving their intended outcomes. These failures are
rarely attributable to technical shortcomings alone; rather, they are predominantly rooted in human and
behavioral factors such as employee resistance, lack of commitment, and misalignment between organizational
culture and change objectives (Appelbaum et al., 2020; Oreg et al., 2022). As a result, contemporary change
management literature emphasizes the necessity of addressing not only structural and procedural aspects but
also deeper cultural and psychological dimensions of organizations (Hiatt, 2020; Prosci, 2021).
Organizational culture is widely recognized as one of the most influential contextual factors shaping
employees’ perceptions and responses to change. Defined as a system of shared values, beliefs, and norms,
culture provides a cognitive and emotional framework through which organizational members interpret change
initiatives (Albano et al., 2020; Hofstede & Minkov, 2020). Research suggests that cultures characterized by
participation, flexibility, and learning are more conducive to successful change implementation, whereas rigid
and control-oriented cultures tend to intensify resistance (Cameron & Quinn, 2020; Denison, 2023).
Moreover, organizational culture plays a critical role in enhancing organizational adaptability and resilience
in turbulent environments (Park & Hamilton, 2023).

In parallel, organizational commitment represents a key psychological mechanism linking employees to their
organization. It reflects the degree to which individuals identify with organizational goals, feel emotionally
attached, and are willing to exert effort on behalf of the organization (Meyer et al., 2020; Wang, 2021).
Committed employees are more likely to support change initiatives, demonstrate proactive behavior, and
contribute to organizational success during periods of transformation (Garcia et al., 2022; Shafer et al., 2022).
Furthermore, organizational commitment is influenced by various factors, including perceived organizational
justice, psychological contracts, and job satisfaction (Atouba, 2021; Herrera & Las Heras-Rosas, 2021; Jang
et al., 2021).

Recent studies have also highlighted the mediating role of organizational commitment in linking contextual
variables such as organizational culture to change-related outcomes. In this perspective, organizational culture
influences change effectiveness not only directly but also indirectly by strengthening employees’ commitment
and motivation (Baker & Smith, 2023; Denison, 2023). Additionally, behavioral and emotional responses to
change are shaped by factors such as leadership strategies, job design, and employee participation, all of which
contribute to enhancing commitment and reducing resistance (Gilley et al., 2019; McKay et al., 2021).
Psychological resources such as self-efficacy and optimism further facilitate positive responses to change,
while collective constructs like organizational nostalgia may reinforce commitment and organizational
citizenship behaviors during transitional periods (King et al., 2020; Van Dijke et al., 2024).

Although prior research has extensively examined the direct effects of organizational culture and
organizational commitment, there remains a need for integrated models that simultaneously investigate their
interrelationships and combined impact on change management. This is particularly relevant in the context of
information technology organizations, where rapid innovation and continuous transformation demand high
levels of adaptability and employee engagement (Susilowati, 2025). Therefore, the present study aims to
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develop and empirically test a structural model of change management based on organizational culture,
emphasizing the mediating role of organizational commitment.

Methods and Materials

This study is applied in nature and employs a quantitative descriptive—correlational design. The statistical
population consisted of employees working in information technology companies. These organizations were
selected due to their dynamic environments, high levels of technological change, and continuous need for
organizational adaptation. A non-probability convenience sampling method was used to select participants.
Based on the requirements of structural equation modeling and considering the number of measurement items,
a sample size of 232 respondents was determined and collected. Data were gathered using three standardized
questionnaires: the Organizational Culture Questionnaire, the Organizational Commitment Questionnaire, and
the Change Management Questionnaire. All items were measured using a five-point Likert scale ranging from
strongly disagree to strongly agree.

Reliability of the instruments was assessed using Cronbach’s alpha, and all constructs demonstrated high
internal consistency. Data analysis was conducted using SPSS and AMOS software. Descriptive statistics were
used to summarize the data, while Pearson correlation analysis examined relationships among variables.
Confirmatory factor analysis was applied to validate the measurement model, followed by structural equation
modeling to test the hypothesized relationships and mediating effects. Model fit was evaluated using standard
indices such as y*/df, GFI, AGFI, NFI, and RMSEA.

Findings

The results indicated that the proposed structural model demonstrated an acceptable fit with the empirical data.
Goodness-of-fit indices confirmed the adequacy of the model, with values indicating satisfactory alignment
between the theoretical model and observed data.

Correlation analysis revealed significant positive relationships among the main variables. Organizational
culture showed a strong positive correlation with change management, indicating that a substantial proportion
of variance in change management could be explained by cultural factors. Similarly, organizational
commitment was positively and significantly associated with change management, accounting for a notable
share of its variance.

Path analysis further demonstrated that organizational culture had a significant direct effect on change
management. In addition, organizational culture positively influenced organizational commitment, which in
turn had a significant positive effect on change management. The indirect effect of organizational culture on
change management through organizational commitment was also significant.

Overall, the total effect of organizational culture on change management was substantial, consisting of both
direct and indirect components. These findings confirmed the partial mediating role of organizational
commitment in the relationship between organizational culture and change management.

Discussion and Conclusion

The findings of this study provide strong empirical support for the integrated role of organizational culture and
organizational commitment in facilitating effective change management. The significant direct effect of
organizational culture on change management highlights the critical importance of shared values, norms, and
behavioral expectations in shaping employees’ responses to organizational transformation. A supportive and
adaptive culture creates an environment in which employees are more open to change, perceive it as beneficial,
and actively engage in its implementation.

The positive relationship between organizational commitment and change management further emphasizes the
importance of psychological attachment and employee engagement in the success of change initiatives.
Employees who feel emotionally connected to their organization and identify with its goals are more likely to
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support change efforts, reduce resistance, and contribute to successful outcomes. This underscores the role of
commitment as a key motivational driver in organizational transformation processes.

One of the most important contributions of this study is the confirmation of the mediating role of organizational
commitment. The results demonstrate that organizational culture influences change management not only
directly but also indirectly by enhancing employees’ commitment. This finding provides a deeper
understanding of the mechanisms through which cultural factors translate into effective change outcomes. It
suggests that organizational commitment acts as a critical psychological pathway linking cultural context to
behavioral responses during change.

From a theoretical perspective, this study contributes to the literature by integrating cultural and behavioral
dimensions into a comprehensive model of change management. It highlights the necessity of adopting a
holistic approach that considers both structural and human factors. From a practical standpoint, the findings
offer valuable insights for managers and organizational leaders. To achieve successful and sustainable change,
organizations must go beyond technical planning and focus on creating a supportive cultural environment
while simultaneously fostering employee commitment.

In particular, managers should prioritize the development of participative, learning-oriented, and flexible
cultures that encourage innovation and adaptability. At the same time, they should implement strategies aimed
at strengthening organizational commitment, such as enhancing communication, promoting fairness, involving
employees in decision-making, and aligning organizational values with employee expectations. By addressing
both cultural and psychological dimensions, organizations can significantly increase their capacity to manage
change effectively and achieve long-term success.
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