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Change Management and Strategic Transformation are critical for sustaining organizational competitiveness, particularly
in dynamic and technology-driven business environments. In South-East Nigeria, many business organizations face
challenges in implementing effective change initiatives due to resistance, weak leadership, and misaligned organizational
culture. This study examined the influence of leadership, organizational culture, and employee engagement on strategic
transformation in business organizations in South-East Nigeria. A descriptive survey research design was adopted, and
data were collected from 400 managers, team leaders, and employees directly involved in organizational change initiatives
using a structured questionnaire titled Change Management and Strategic Transformation Questionnaire (CMSTQ), of
which 372 responses were valid for analysis. The instrument yielded a reliability coefficient of 0.89. Data were analyzed
using descriptive statistics and Spearman Rank Order Correlation Coefficient at a 0.05 level of significance. Findings
revealed that leadership, organizational culture, and employee engagement each significantly influence strategic
transformation. Specifically, effective leadership provides direction and aligns resources, supportive organizational culture
fosters adaptability and collaboration, and active employee engagement reduces resistance while promoting innovation.
The study concludes that structured change management, underpinned by strong leadership, aligned culture, and engaged
employees, is essential for successful strategic transformation and enhanced organizational performance in South-East
Nigerian business organizations. Recommendations include leadership development, employee participation programs, and
culture alignment initiatives to optimize transformation outcomes.

KEY WORDS: Change Management, Strategic Transformation, Leadership, Organizational Culture, Employee
Engagement, South-East Nigeria

INTRODUCTION organizational survival, growth, and long-term success. Change
management involves a systematic approach to transitioning
individuals, groups, and organizations from a current state to a
desired future state, while strategic transformation entails
fundamental changes in organizational structure, processes, culture,
and competitive positioning (Burnes, 2017; By, 2020).
Consequently, business organizations must adopt structured change

The contemporary business environment is increasingly
characterized by rapid technological advancement, globalization,
and heightened competitive pressures, which compel business
organizations to continuously adapt in order to remain relevant and
sustainable. In this dynamic context, change management and
strategic transformation have emerged as critical tools for
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processes that align with evolving market realities and technological
disruptions.

Organizations across the globe are increasingly recognizing that
incremental improvements are no longer sufficient to sustain
competitive advantage; rather, comprehensive and well-coordinated
transformation strategies are required. The integration of digital
technologies, innovation-driven practices, and customer-centric
business models has significantly reshaped how organizations
operate and compete in both local and international markets
(Verhoef et al., 2021; Vial, 2019). These developments necessitate
effective change management practices to minimize resistance,
enhance employee commitment, and ensure the successful
implementation of strategic initiatives. Without proper management
of change, even well-designed transformation efforts may fail to
achieve desired outcomes.

A notable example of successful change management and strategic
transformation is evident in Microsoft under the leadership of Satya
Nadella. Upon assuming office in 2014, Nadella initiated a
comprehensive transformation that repositioned Microsoft from a
rigid, product-oriented organization to a flexible, cloud-first and
customer-focused enterprise. This transformation involved a shift in
organizational culture towards a growth mindset, restructuring of
internal operations, and strategic investment in cloud computing and
digital services (Ibarra, Rattan, & Johnston, 2022). Through
effective  leadership, clear communication, and employee
engagement, Microsoft successfully overcame internal resistance
and regained its competitive position in the global technology
industry. The Microsoft case underscores the importance of aligning
leadership, organizational culture, and employee engagement in
driving successful strategic transformation. It demonstrates that
change management extends beyond structural adjustments to
include the management of human attitudes, behaviors, and
organizational values. This highlights the relevance of change
management frameworks in guiding organizations through complex
transitions while maintaining productivity and morale (Kotter, 2018;
Cameron & Green, 2020).

In Nigeria, particularly within business organizations in the South-
East region, the need for effective change management and strategic
transformation is  becoming increasingly evident. Many
organizations are confronted with challenges such as rapid
technological change, shifting consumer preferences, and intensified
competition. However, the implementation of change initiatives is
often hindered by resistance from employees, weak leadership
commitment, poor communication strategies, and misalignment
between organizational culture and strategic goals (Ezeani, 2020;
Okafor & Nwankwo, 2022). These challenges frequently result in
unsuccessful  transformation  efforts, reduced organizational
performance, and limited competitiveness. Furthermore, business
organizations in South-East Nigeria often struggle to integrate
modern management practices and innovation-driven strategies due
to inadequate infrastructure, limited managerial expertise, and
insufficient emphasis on employee involvement in the change
process (Ugwu & Kanu, 2022). As a result, many organizations fail
to fully realize the benefits of strategic transformation, thereby
affecting their long-term sustainability and growth. Against this
background, this study seeks to examine change management in
strategic transformation in business organizations in South-East
Nigeria, with a view to determining how leadership, organizational
culture, and employee engagement influence successful
transformation outcomes.

Statement of the Problem

Despite the growing importance of change management and
strategic transformation in modern organizations, many institutions
continue to experience significant challenges in implementing
effective change initiatives. Organizational transformation efforts
often fail due to resistance to change, lack of clear strategic
direction, inadequate communication, and insufficient involvement
of key stakeholders. In many developing economies, including
Nigeria, organizations frequently attempt to adopt new technologies,
restructure operations, or reposition their strategies without
adequately addressing the human and cultural dimensions of change.
This results in poor implementation, employee dissatisfaction, and
limited realization of intended outcomes. The inability to effectively
manage change has therefore become a major constraint to
organizational growth and competitiveness.

Although global organizations such as Microsoft have demonstrated
that successful transformation is achievable through effective
leadership, clear vision, and structured change management
processes, many organizations in South-East Nigeria have yet to
fully adopt such practices. There remains a gap between theoretical
knowledge of change management and its practical application in
real organizational settings. Furthermore, empirical studies
examining the relationship between change management practices
and strategic transformation outcomes in organizations in South-East
Nigeria are still limited. There is insufficient evidence on how
factors such as leadership style, organizational culture,
communication strategies, and employee engagement influence the
success of transformation initiatives. This gap in knowledge
necessitates the present study, which seeks to investigate how
change management practices can effectively drive strategic
transformation and improve organizational performance.

Objectives of the Study

The major aim of this study is to examine change management in
strategic transformation in business organizations in South-East
Nigeria. The specific objectives are to:

1. Examine the influence of leadership on strategic
transformation in business organizations in South-East
Nigeria.

2. Assess the effect of organizational culture on strategic
transformation in business organizations in South-East
Nigeria.

3. Determine the impact of employee engagement on
strategic transformation in business organizations in
South-East Nigeria.

Research Questions
The following research questions are raised to guide the study:

1. What is the influence of leadership on strategic
transformation in business organizations in South-East
Nigeria?

2. What is the effect of organizational culture on strategic
transformation in business organizations in South-East
Nigeria?

3. What is the impact of employee engagement on strategic
transformation in business organizations in South-East
Nigeria?

Hypotheses
The following null hypotheses are formulated:
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1. Leadership does not significantly influence strategic
transformation in business organizations in South-East
Nigeria.

2. Organizational culture does not significantly affect
strategic transformation in business organizations in
South-East Nigeria.

3. Employee engagement does not significantly influence
strategic transformation in business organizations in
South-East Nigeria.

Review of Literature
Conceptual Review

Concept of Change Management

Change management refers to a structured approach that
organizations use to transition individuals, teams, and systems from
a current state to a desired future state, ensuring that change
initiatives are adopted effectively and sustainably (Burnes, 2017;
By, 2020). It is concerned not only with implementing new
processes or technologies but also with managing the human,
cultural, and behavioral aspects of change (Todnem By, 2019).
Effective change management involves leadership commitment,
clear communication, stakeholder engagement, training, and
continuous monitoring to overcome resistance and achieve
organizational objectives (Kotter, 2018; Cameron & Green, 2020).

In the context of business organizations, change management is
essential for maintaining competitiveness, adapting to market
disruptions, and fostering innovation. Verhoef et al. (2021) and Vial
(2019) emphasize that without proper change management, strategic
initiatives are often delayed, resisted by employees, or fail to deliver
the intended benefits. Studies in Nigerian organizations, particularly
in the South-East, reveal that many businesses struggle with poorly
managed change processes, weak leadership, and inadequate
employee involvement, which limits the effectiveness of
transformation efforts (Ezeani, 2020; Okafor & Nwankwo, 2022).
Ugwu and Kanu (2022) note that organizations that integrate
structured change practices with strong leadership and culture
alignment are more likely to achieve successful transformation
outcomes.

Strategic Transformation in Business Organizations

Strategic transformation involves fundamental shifts in an
organization’s strategy, operations, structure, culture, and value
creation processes to achieve long-term growth, competitiveness,
and adaptability (Berman et al., 2020). Unlike incremental
improvements, strategic transformation requires a holistic approach
that aligns leadership, organizational culture, processes, and
resources with emerging market trends and technological
innovations (Khosravi, Rezvani, & Jafari, 2022; Kane et al., 2024).
It is a deliberate and continuous process that enables organizations
to anticipate market disruptions, respond to evolving customer
demands, and sustain competitive advantage in dynamic business
environments. Strategic transformation also involves redesigning
workflows, adopting innovative business models, and integrating
new technologies to improve efficiency, productivity, and service
delivery. Furthermore, it necessitates cultivating a mindset of
adaptability and continuous learning among employees, ensuring
that the organization can respond effectively to both internal and
external challenges while maintaining its strategic direction.

Leadership plays a critical role in strategic transformation by
providing direction, setting priorities, and aligning organizational
resources with the goals of the transformation initiative (Northouse,

2021; Bolden, 2024). Effective leaders articulate a clear vision that
inspires employees and communicates the purpose and benefits of
change. They also motivate employees by recognizing contributions,
addressing concerns, and fostering a sense of ownership in the
transformation process. In addition, leadership involves making
timely decisions, managing resistance, and ensuring accountability
at all levels of the organization. In the context of business
organizations in South-East Nigeria, strong leadership is essential
for navigating the complexities of strategic transformation, as
leaders guide the organization through uncertainty and create an
environment where employees are willing to embrace change
(Ezeani, 2020; Okafor & Nwankwo, 2022).

Organizational culture significantly shapes how employees perceive,
interpret, and respond to transformation initiatives. Culture
encompasses shared values, beliefs, and norms that influence
behavior within an organization (Schein, 2017). Cultures that
promote innovation, collaboration, learning, and flexibility tend to
facilitate successful strategic transformation because employees are
more open to adopting new ways of working and contributing
creative solutions (Kotter, 2018). Conversely, rigid or hierarchical
cultures may generate resistance, hinder communication, and limit
the effectiveness of change initiatives. In South-East Nigerian
business organizations, aligning organizational culture with the
objectives of strategic transformation ensures that employees
understand the rationale for change and are motivated to support its
implementation (Ugwu & Kanu, 2022).

Employee engagement is a key determinant of transformation
success, as engaged employees are emotionally, cognitively, and
behaviorally committed to organizational goals (Saks & Gruman,
2018; Albrecht, 2019). Engaged employees are more likely to
embrace new processes, participate in problem-solving, and
contribute ideas that enhance innovation and productivity. Employee
engagement can be fostered through recognition programs,
empowerment, opportunities for skill development, and open
communication channels. In business organizations undergoing
strategic transformation, particularly in South-East Nigeria,
employee engagement ensures that staff are not passive observers
but active participants in change initiatives. High engagement
reduces resistance, strengthens morale, and increases the likelihood
of achieving sustainable transformation outcomes (Ezeani, 2020;
Okafor & Nwankwo, 2022).

In  business organizations in South-East Nigeria, strategic
transformation is increasingly necessary due to competitive
pressures, technological disruption, and changing consumer
preferences. However, studies show that many organizations face
challenges such as resistance to change, weak leadership, poor
communication, and misalignment between strategy and culture,
which limit the success of transformation initiatives (Ezeani, 2020;
Okafor & Nwankwo, 2022; Ugwu & Kanu, 2022). Consequently,
integrating structured change management practices with leadership,
culture, and employee engagement is essential for achieving
sustainable strategic transformation in these organizations.

Theoretical Review

The study is anchored on Lewin’s Change Management Model, and
the Resource-Based View (RBV) Theory.

Lewin’s Change Management Model

Lewin’s Change Management Model, developed by Kurt Lewin in
1947, conceptualizes organizational change as a three-stage process:
unfreezing, change (transition), and refreezing. Unfreezing involves
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preparing the organization for change by challenging existing
assumptions, creating awareness of the need for transformation, and
reducing resistance. The change stage focuses on implementing new
processes, structures, or strategies while supporting employees
through training, communication, and engagement. Refreezing
consolidates these changes by embedding new behaviors, practices,
and norms into the organizational culture.

The relevance of Lewin’s model to this study lies in its emphasis on
the human and cultural dimensions of change, which are critical for
strategic transformation in business organizations. In the context of
South-East Nigerian organizations, many change initiatives fail due
to resistance from employees, weak leadership, and low
engagement. Lewin’s approach underscores the importance of
preparing employees for change, involving them actively during
transitions, and ensuring that new practices are institutionalized for
long-term sustainability. By integrating Lewin’s model, the study
examines how leadership, organizational culture, and employee
engagement can be leveraged to enhance the success of strategic
transformation initiatives.

Resource-Based View (RBV) Theory

The Resource-Based View (RBV) theory, proposed by Wernerfelt in
1984 and further developed by Barney in 1991, asserts that an
organization’s resources and capabilities are central to achieving
sustainable competitive advantage. According to RBV, resources
that are valuable, rare, inimitable, and non-substitutable enable
organizations to implement strategies that competitors cannot easily
replicate.

Applied to change management and strategic transformation, RBV
emphasizes the strategic importance of human capital, leadership,
organizational culture, and internal processes. Organizations that
effectively harness these resources are better positioned to execute
transformation initiatives successfully. In South-East Nigerian
business organizations, those that leverage leadership capabilities,
foster supportive cultures, and actively engage employees are more
likely to achieve sustainable transformation, improve performance,
and maintain competitiveness in a dynamic business environment.

Related Empirical Studies

Vincent and Ernest (2025) investigated the relationship between
change management practices and employee performance in selected
banks in Ughelli, Delta State, using a descriptive survey of 90
employees from three commercial banks. The study found that
structured change management practices especially leadership
involvement and employee engagement were significantly related to
improved employee performance during organizational change. The
study concluded that business organizations that implement clear
change protocols and involve employees in decision-making are
better positioned to achieve transformation success and
recommended strengthening internal communication and leadership
training.

Oranye, Kifordu, and Arubayi (2024) examined change management
strategies and employee performance in selected state-owned
universities in Nigeria through a cross-sectional survey involving
338 staff. Primary data were collected using structured
questionnaires and analysed with STATA software. The findings
revealed significant relationships between change leadership,
communication, employee involvement, and performance outcomes.
The study concluded that leadership and communication strategies
positively influence employee performance during change and
recommended that organizations focus on employees’ needs and
engagement to improve performance during strategic transformation.

Rouissi  (2023) investigated the role of change management
strategies and cultural factors in influencing employee engagement
and performance in industrial organizations in Saudi Arabia. The
study adopted a quantitative research design, collecting data from
477 employees across various industrial firms using a self-
administered survey. Structural Equation Modeling (SEM) was
employed to examine the relationships between change management
practices, cultural factors, and employee outcomes. The findings
revealed that leadership aligned with culturally appropriate
practices, transparent communication, employee participation, and
targeted training significantly enhanced employee engagement and
performance. Additionally, cultural factors were found to moderate
the effectiveness of change management strategies, highlighting the
importance of context-sensitive approaches. The study concluded
that integrating cultural considerations into change management
frameworks improves the success of organizational transformation
and recommended that leaders and HR professionals adopt culturally
responsive change strategies to optimize employee outcomes.

Archibong and Ibrahim (2021) investigated the impact of change
management practices on employee performance at Nile University
of Nigeria. Using a descriptive survey design, data were collected
from 311 academic and non-academic staff selected through
stratified random sampling. The Burke-Litwin model was adopted
to explain linkages between change variables and performance.
Findings revealed that leadership commitment, communication, and
employee  readiness  significantly  influenced employees’
performance during change initiatives. The study concluded that
structured change management practices enhance employee
productivity and recommended that organizations involve staff
through effective communication and training to improve
transformation outcomes.

Okeke, Oboreh, and Esione (2019) conducted a study on the effect
of change management on organizational performance in selected
manufacturing companies in Anambra State, Nigeria. The study
adopted a descriptive survey design and utilized primary data
collected from the entire population of 286 employees in the
selected companies. The main instrument for data collection was a
structured questionnaire, and reliability was tested using the test-
retest method. Findings revealed that technological changes, change
management strategies, and leadership changes each had a
significant positive effect on organizational performance. The study
concluded that effective change management enhances
organizational performance by improving efficiency, employee
engagement, and operational outcomes. It recommended that
organizations provide proper training for employees when
implementing technological changes, develop robust management
strategies aligned with organizational values, and adopt leadership
approaches that encourage voluntary employee participation in
change initiatives.

Methods

The study adopted a descriptive survey research design to examine
change management in strategic transformation in business
organizations in South-East Nigeria. The target population
comprised managers, team leaders, and employees directly involved
in organizational change initiatives across selected business
organizations in the South-East region. This population was
considered appropriate because these groups are directly engaged in
change management processes and strategic transformation efforts
within their organizations. A purposive sampling technique was
employed to select 400 respondents, ensuring representation across
urban and semi-urban areas and different sectors, including
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manufacturing, services, and financial organizations. Purposive
sampling was chosen to specifically target individuals with direct
experience and knowledge of change management and strategic
transformation processes, ensuring that the responses would
accurately reflect organizational realities. The main instrument for
data collection was a structured questionnaire titled Change
Management and  Strategic  Transformation  Questionnaire
(CMSTQ).

The instrument was designed on a four-point Likert scale with
response options: Strongly Agreed (SA) = 4, Agreed (A) = 3,
Disagreed (D) = 2, and Strongly Disagreed (SD) = 1. The
questionnaire was divided into three sections: demographic
information, change management practices (including leadership,
organizational culture, and employee engagement), and strategic
transformation outcomes. To ensure content validity, the instrument
was reviewed by three experts in organizational management,
human resource management, and business administration. Its
reliability was tested using Cronbach’s Alpha, yielding a coefficient
of 0.89, indicating a high level of internal consistency. Out of the
400 questionnaires distributed, 372 were duly completed and
returned, representing a 93% response rate. Data collected were
analyzed using descriptive statistics, including mean and standard
deviation, to address the research questions. The research
hypotheses were tested using Spearman Rank Order Correlation
Coefficient (r) with the aid of SPSS Version 25 at a 0.05 level of
significance

. Correlation . .
Variables N Coefficient (r) Sig. (2-tailed)
Organizational Culture (|372 1.000 —

Strategic 372 |lo.643** 0.000
Transformation

Correlation is significant at 0.05 level (2-tailed).
Source: Researchers’ Data, 2026.

Table 2 shows a correlation coefficient (r) of 0.643 with a
significance value of 0.000, which is below the 0.05 alpha level.
Since the significance value (0.000) is less than 0.05, the null
hypothesis (Hoz), which states that organizational culture does not
significantly affect strategic transformation in business organizations
in South-East Nigeria, is rejected. Therefore, the alternative
hypothesis is accepted. This implies that organizational culture
significantly influences strategic transformation by shaping
employee behavior, promoting collaboration, and fostering
adaptability to change.

Hos: Employee engagement does not significantly influence
strategic transformation in business organizations in South-East
Nigeria.

Table 3: Correlation between Employee Engagement and Strate
gic Transformation

Results Correlation
. N . . Variables N L Sig. (2-tailed)
Ho:: Leadership does not significantly influence strategic Coefficient (r)
transformation in business organizations in South-East Nigeria.
: ' i i Employee 372 1.000 -
Tab_le 1: Correlation between Leadership and Strategic Transfor Engagement .
mation
. Correlation _ _ Strategic "

Variables N Coefficient (1 Sig. (2-tailed) Transformation 372 0.701 0.000

Leadership 372 1.000 - Correlation is significant at 0.05 level (2-tailed).

Strateai Source: Researchers’ Data, 2026.

rategic -

Transformation 372 0.672 0.000 Table 3 shows a correlation coefficient (r) of 0.701 with a

significance value of 0.000, which is below the 0.05 alpha level.

Correlation is significant at 0.05 level (2-tailed).
Source: Researchers’ Data, 2026.

Table 1 shows a correlation coefficient (r) of 0.672 with a significan
ce value of 0.000, which is below the 0.05 alpha level. Since the sign
ificance value (0.000) is less than 0.05, the null hypothesis (Ho1), wh
ich states that leadership does not significantly influence strategic tra
nsformation in business organizations in South-East Nigeria, is rejec
ted. Therefore, the alternative hypothesis is accepted. This indicates
that leadership significantly contributes to strategic transformation b
y providing direction, inspiring employees, and aligning organizatio
nal resources with transformation goals.

Ho.: Organizational culture does not significantly affect strategic
transformation in business organizations in South-East Nigeria.

Table 2: Correlation between Organizational Culture and Strate
gic Transformation

Correlation

Variables N Coefficient (r)

Sig. (2-tailed)

Since the significance value (0.000) is less than 0.05, the null
hypothesis (Hos), which states that employee engagement does not
significantly influence strategic transformation in business
organizations in South-East Nigeria, is rejected. Therefore, the
alternative hypothesis is accepted. This suggests that employee
engagement significantly enhances strategic transformation by
encouraging active participation, reducing resistance, and promoting
innovation within organizations.

Discussion of Findings

The study revealed that leadership significantly influences strategic
transformation in business organizations in South-East Nigeria, with
a positive correlation (r = 0.672, p < 0.05). This indicates that
effective leadership, which involves setting clear vision, aligning
resources, and motivating employees, is critical in driving successful
transformation initiatives. This finding aligns with the study by
Archibong and Ibrahim (2021), which reported that leadership
commitment and communication significantly influenced employee
performance during change initiatives in Nile University of Nigeria.
Similarly, Vincent and Ernest (2025) found that leadership
involvement during change initiatives in selected banks significantly
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enhanced employee performance and transformation outcomes.

The study also showed that employee engagement significantly
influences strategic transformation, with a positive correlation (r =
0.701, p < 0.05). This suggests that employees who are actively
involved and committed to organizational goals are more likely to
support change, reduce resistance, and contribute to innovation. This
finding supports the conclusion of Rouissi (2023), which revealed
that employee participation, communication, and culturally
appropriate leadership strategies significantly enhanced employee
engagement and performance in industrial organizations in Saudi
Arabia. Additionally, Oranye, Kifordu, and Arubayi (2024) found
that employee involvement and communication strategies positively
influenced performance outcomes during change initiatives in
Nigerian state-owned universities.

Conclusion

This paper examined the role of change management in strategic
transformation, focusing on the influence of leadership,
organizational culture, and employee engagement in business
organizations in South-East Nigeria. The findings revealed that
effective leadership significantly drives transformation by providing
clear direction, aligning resources, and motivating employees, while
active employee engagement enhances transformation outcomes by
fostering participation, reducing resistance, and promoting
innovation. It is therefore concluded that structured change
management, supported by strong leadership, a culture aligned with
transformation objectives, and engaged employees, is critical for
achieving sustainable strategic transformation and improving
organizational performance in South-East Nigerian business
organizations.

Recommendations
Based on the study’s findings, the following recommendations were
made:

1. Business organizations should strengthen leadership
capacity by providing training in strategic planning,
change facilitation, and employee motivation to enhance
successful transformation outcomes.

2. Organizations should develop programmes to actively
engage employees in the change process, including
participatory  decision-making, recognition, and
continuous communication to foster commitment to
transformation initiatives.

3. Companies should align organizational culture with
transformation objectives by promoting values such as
collaboration, innovation, and adaptability to support the
effective implementation of strategic changes.
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