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Abstract 
 
The research focused on Effective Communication Techniques for Organizational Change 
Management. The study aimed to identify communication gaps hindering organizational 
changes and to evaluate effective communication strategies for managing change. This 
research employed qualitative techniques and analyzed secondary data sources, including 
existing literature such as journal articles, books, and case studies to gather relevant theories. 
The research found that poor communication, especially in the areas of inadequate leadership, 
vague goals, and insufficient feedback, significantly contributes to unsuccessful organizational 
change if not addressed. Additionally, the study highlighted that tailored communication 
messages and tools enhance stakeholder engagement and facilitate effective change 
management. These findings align with other research emphasizing the importance of 
effective communication in strategic organizational change. Therefore, the study recommends 
that organizations develop specific, tool-based communication strategies targeted at 
particular audience groups. This approach will help capture and support the necessary 
communication changes required for successful transformation using change management 
principles. 
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Introduction 

 
As markets evolve, organizations and technologies continue to shift, making 
organizational change a necessary contemporary business trend (Tidd, & 
Bessant, 2020). Change initiatives describe the comprehensive activities 
carried out by an organization with regard to planned changes in the internal 
or external environment in which it operates (Stouten, & De Cremer, 2018). 
These initiatives are multifaceted projects aimed at changing the culture, 
processes, structure and technology of an organization (Fischer, & 
Winkelmann, 2020). Communication strategies for managing change 
determine the extent to which organizations successfully achieve their change 
initiatives (Stouten, & De Cremer, 2018). 
 
Effective communication plays a vital role in disseminating important 
information to stakeholders about the rationale for change and the envisioned 
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path forward (Shrivastava, & McLoughlin, 2022). It is integral to garnering 
employee buy-in, addressing concerns, and rallying support for change visions 
and goals (Khurram, 2024). However, research indicates that deficiencies in 
communication are a primary driver of change initiative failures, as lack of 
clarity, unaddressed resistance, and one-way information flows often 
undermine transition management (Blank, 2020). Overcoming such challenges 
requires strategic communication approaches that promote transparency, 
dialogue, and understanding during periods of organizational flux (Men, & 
Vielledent, 2022). 
 
Effective communication strategies play a vital role in determining the 
trajectory and ultimate outcome of organizational change initiatives (Errida, & 
Lotfi, 2021).  Clear, consistent, and transparent communication allows 
stakeholders to understand the rationale for change efforts, helping address 
concerns and uncertainties that often breed resistance (Groenewald, & Peras, 
2024).  It is through strategic communication that visions for transformation 
can be socialized and buy-in for new directions fostered. Ongoing two-way 
dialogue further ensures employee needs are represented and feelings of 
inclusion cultivated as change progresses (De-la-Calle- Durán, & Rodríguez-
Sánchez, 2021). Where communication break downs, leading to information 
asymmetries and unresolved issues, research shows that transformation goals 
face compromised chances of realization. 
 
A diverse range of scholarly literature has addressed change strategies and 
communication methods (e.g. Adler, 2015; Kotter, 2012; Beer & Nohria, 2000; 
Neil (2018); Weick, 1995; Armenakis, 1993; Burnes, 2004; Ford, 2008; Clegg, 
2016; Eisenstat, 1995; and Ashkenas, 2012). In the Nigerian context, prior 
research conducted by Tu Ojo (2017), Adeyemi (2018), Akpan (2019), and 
Ezigbo & Court, (2023) has addressed various aspects of organizational 
dynamics. However, there exists a paucity of studies that examine effective 
communication strategies for organizational change through the utilization of 
secondary data. This study seeks to fill this identified gap by employing a 
literature analytical approach. The primary objective is to identify prevalent 
communication issues that can precipitate unsuccessful organizational 
changes and to investigate effective communication strategies that facilitate 
successful change management. 
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Literature Review 
 

Conceptual Clarification 
 
According to Keyton (2011), communication is the process by which people 
exchange information and a common understanding. We get the word 
"communication" from the Latin communis, which means "common." Effective 
communication, according to this definition, only happens when the persons 
involved reach a mutual understanding as a result of the information exchange 
(Lunenberg, 2010). 
 
Any alteration or transformation of an organization's structure, procedures, or 
products is referred to as an organisational change. According to Aquinas 
(2008), flexibility necessitates that organisations be adaptable in all respects, 
including their internal structure. Unplanned change and planned change are 
the two fundamental types of change that occur in organisations. A planned 
change is one that comes about as a result of a conscious choice to modify the 
organisation. It is a purposeful, goal-oriented action. The purpose of planned 
change is to alter employee behaviour and increase the organization's capacity 
to adjust to changes in its surroundings. In contrast, unplanned change is 
imposed on the organisation and frequently comes as a surprise. An 
organisation must be extremely flexible and adaptable in order to respond to 
unforeseen change (Rocque, 2017). 
 
Change management is the methodical, planned process of creating and 
putting into practice plans and interventions to help organisations move from 
one state to another. By taking proactive or reactive measures to deal with 
changes that are either internally or externally forced, change management 
aims to improve organisational performance capacity and capability. One of 
the most important aspects of organisational management has always been 
change management. There are numerous approaches or procedures for 
managing change. Most models go through distinct stages: The preparation 
process for the change includes analysis, planning, strategy development, 
change implementation management, consolidation, and institutionalisation. 
This includes change review, feedback analysis, corrective action, and 
stabilizing the implemented change (Wang & Sun, 2012, as cited in Jokhadze, 
2024). 
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Concept of Organizational Change 
 
Organizational change refers to the process through which organizations 
evolve over time in response to internal and external stimuli (Wee, & Taylor, 
2018).The definition and concept of organizational change has been defined in 
various ways. At a basic level, organizational change involves "alterations in 
organizational structure and administrative processes” (Brunsson, & Olsen, 
2018).  However, definitions have expanded over time to consider additional 
dimensions. Lewis,  (2019) defined organizational change as encompassing 
changes to the organization's vision and strategic orientation, structure and 
systems, power relationships, policies and cultural norms. This captures the 
multi-faceted nature of change across different aspects of the organization. 
Stouten, and De Cremer, (2018) emphasized that organizational change also 
refers to "the psychological impact of new practices and procedures on the 
workforce" (p.134). This highlights that definitions now consider the human 
and behavioral aspects of change management. 
 
Other scholars have proposed stage-based definitions of organizational 
change.  Boff and Cardwell, (2020) defined it as an eight-stage process 
including establishing a sense of urgency through to anchoring new 
approaches in the culture. Similarly, Robinson, (2019) described a six-stage 
model from development to integration and learning. These stage-based 
definitions are useful for outlining change as a process unfolding over time 
rather than a single event. Therefore, the definition and concept of 
organizational change has evolved to consider it as a complex 
multidimensional process impacting organizational structures, systems, 
culture, and people. Both the technical and human aspects are now recognized 
as integral to framing how organizations evolve (Reiman, & Lauraeus, 2021). 
 
Drivers and Need for Organizational Change 
 
Organizations often need to change in response to internal and external 
drivers. Internal drivers refer to factors originating within the organization that 
necessitates change, such as new leadership, goals, or restructuring initiatives 
(Ophilia, & Hidayat, 2021).  External drivers relate to changes in the 
organization's environment that require adaptation. Examples include new 
technologies, market conditions, regulations, and competitive pressures (Chu, 
& Collins, 2018). Recognizing when change is necessary due to these drivers is 
an important task for management. If left unaddressed, drivers like evolving 
customer demands or new market entrants can threaten the long-term 
viability of the organization (Adner, & Lieberman, 2021) However, change also 
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allows organizations to capitalize on emerging opportunities for growth. For 
example, innovative new technologies may enable organizations to improve 
productivity or better serve customers (Ophilia, & Hidayat, 2021). 
 
The most common drivers of change cited in the literature include shifts in the 
competitive landscape, economic conditions, and advances in technology 
(Stouten, & De Cremer, 2018). Globalization has also increased the need for 
organizational change by exposing companies to greater international 
competition and more complex regulatory environments (Boff, & Cardwell, 
2020). Additionally, demographic changes in the workforce can necessitate 
new human resource strategies and ways of working (Robinson, 2019). 
Therefore, understanding the internal and external drivers that require 
adaptation is a starting point for organizations to recognize when change is 
needed. Anticipating and responding proactively to drivers’ helps 
organizations survive and thrive in changing market conditions (Reiman, & 
Lauraeus, 2021). 
 
Effective Communication Strategies  
 
Effective communication is vital for organizations to function successfully. It 
refers to sharing meaningful information with the intended audience in a 
manner that supports common understanding (Ophilia, & Hidayat, 2021). 
Various scholars have defined effective communication strategies in the 
organizational context. Adner, and Lieberman, (2022) defined it as the process 
of transmitting skills, knowledge, and expertise to improve performance. This 
highlights how communication enables capacity and knowledge building 
between individuals and teams. Additionally, communication strategies refer 
to formal and informal methods used to disseminate important messages to 
both internal and external stakeholders (Adner, & Lieberman, 2021). 
 
Some key concepts of effective communication strategies include clarity, 
accuracy, timeliness, and credibility of messages (Holland, & Seltzer, 2018). 
Clarity means ensuring the intended meaning is easily understood by the 
audience. Accuracy involves conveying factually correct information. 
Timeliness refers to communicating the right information to the right people 
at the right time. Credibility means messages are believable and trustworthy. 
Other important concepts are overcoming barriers, active listening, and 
receiving feedback (Jug, & Bean, 2019). Barriers can limit understanding, so 
strategies address obstacles. Active listening shows respect to others and 
checks comprehension. Feedback allows assessing communication 
effectiveness and making improvements. Overall, effective strategies consider 
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audience needs and organizational goals (DeCorby-Watson, & Manson, 2018). 
Therefore, effective communication strategies are defined by the intentional 
sharing of relevant, timely, and clearly articulated information between 
stakeholders, facilitating mutual understanding and informed decision-making 
(Ngigi, & Busolo, 2018). Key concepts provide a framework for evaluating and 
enhancing strategic communication practices in organizations. 
 
Effective Communication Strategies and their Role in Change Management 
 
Effective communication plays a vital role during organizational change 
initiatives. When implementing change, communication strategies aim to 
provide clear and actionable information to impacted stakeholders (Deuffic, & 
Mayer, 2020). This helps individuals understand why changes are occurring and 
what is expected of them, which facilitates successful adaptation. Several best 
practices for communication strategies during change have been identified. 
Ensuring transparency by openly sharing details and timelines builds trust (Lin, 
& Westbrook, 2020). Leveraging multiple channels like town halls, emails and 
team discussions reinforces messages and engages diverse groups. Involving 
leaders to model behaviors and acceptance encourages buy-in across levels 
(Lee, 2019). 
 
Listening to understand concerns and feedback allows addressing resistance 
constructively (Sahay, 2023). Communicating early and often prevents the 
spread of rumors which can stall change momentum (Zagelmeyer, & 
Kusstatscher, 2018). Telling personal stories highlighting impacts and benefits 
inspires commitment. When implemented well, communication acts as the 
social glue binding change efforts. It facilitates shared understanding of why 
change is needed to improve performance (Archer-Brown, & Kietzmann, 
2018). Communication also helps individuals’ process emotional responses to 
loss of the status quo. With strategic communication, people feel informed, 
heard, and supported - reducing uncertainty and stress during the change 
journey. Therefore, effective communication strategies are pivotal for 
successful change management programs in organizations. 
 
Channels of Communication in Organizational Change 
 
Effective communication channels are important for organizations undergoing 
change. Channels refer to the methods and means through which information 
flows between individuals and groups (Castells, 2020). When implementing 
change, multiple channels should be utilized to reach all impacted 
stakeholders.   Commonly used channels include meetings, email, newsletters, 
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and formal announcements (Oltarzhevskyi, 2019). Meetings allow for direct 
two-way dialogue and feedback. Email and newsletters spread information 
electronically to a wide audience simultaneously. Formal announcements 
communicate important updates and timelines through official statements. 
Informal channels like water cooler conversations and social media can also 
impact change communication (Koch, & Denner, 2022).  While less structured, 
these channels reflect cultural norms and informal opinions. Harnessing both 
formal and informal networks helps address concerns and build understanding 
across levels. New technologies have expanded communication channels. 
Video conferencing and online collaboration tools facilitate geographically 
dispersed interactions (Matthews, & Duchesne, 2018). Intranets and internal 
social networks distribute updates and foster virtual communities (Holland, & 
Seltzer, 2018). Text messaging reaches staff across shifts in real-time. 
Combining multiple channels reinforces messages and accommodates diverse 
learning styles (Jud, & Bean, 2019). Face-to-face discussions complement 
written updates. As change progresses, channels must adapt to information 
needs. Ongoing evaluation ensures the most effective channels are leveraged 
(DeCorby-Watson, & Manson, 2018). This maximizes understanding, 
participation and change success rates. 
 
Factors Influencing Communication during Change 
 
Effective communication is vital during organizational change but can be 
impacted by various factors. The type and scope of change influences 
communication needs - large-scale changes involving new strategies or 
technologies require more extensive communication compared to minor 
adjustments (Ngigi, & Busola, 2018). Leadership support for open 
communication impacts information sharing.  When senior leaders model 
transparency, two-way communication is more likely between all levels 
(Castells, 2020). However, if change is imposed from the top-down without 
participation, staff may be reluctant to engage. 
 
Organizational culture and past experiences with change also influence current 
communication (Castells, 2020). Cultures with traditionally low trust and 
involvement will be more challenging compared to collaborative cultures 
accustomed to participation. Previous negative experiences undermining staff 
capabilities can impede current change discussions (Oltarzhevskyi, 2019). 
 
Individual attributes like personality and preferred learning styles affect 
internalization of change messages as well. Introverted staff may find group 
discussions less valuable than written updates. Younger digital natives expect 
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frequent updates across multiple platforms (Koch, & Denner, 2022). 
Proactively addressing these factors enhances communication. Leadership can 
prioritize transparency and two-way dialogue. Culture change involves 
consistently demonstrating respect and openness. Varied communication 
channels accommodate different learning preferences (Matthews, & 
Duchesne, 2018). Together, understanding situational and individual 
influences on communication optimizes engagement during change. 
 
This study reviewed the Kotter’s Change Management Theory developed by 
John Kotter in the year 1996, looking into why exceptionally capable 
organizations had difficulty with transformation and leadership initiatives. This 
theory comes from mash research on the struggles with organizational 
transformation and its leadership (Kotter, 1996). As a Harvard scroll Business 
School professor, he sought to craft a simple guide to help people manage 
difficult changes that are deeply rooted in an organization’s complexity. 
 
The most important focus of Kotter’s Change Management Theory is an 8-step 
process intended to steer an organization through significant change. It 
revolves around establishing a sense of urgency, building coalitions, developing 
a constituonsory vision, communicating effectively, empowering action, 
generating short term wins, consolidating gains and anchoring change in the 
culture (Kotter, 1996). The model focuses communication on the core problem 
of change and ensures that there is decision and endorsement from the rest 
of the stakeholders apart from the leadership. 
 
Applying Kotter’s theory to the case study “Effective Communication Strategies 
for Organizational Change Initiatives” reveals that communication is integral to 
every step. For example, in the creation of urgency, communication enables 
leaders to explain the need for change in a compelling manner. Likewise, trust 
is built among team members during the formation of guiding coalitions 
through communication. A vision must be articulated in a manner that can be 
understood at all levels of the organization, and it is necessary that great 
communication is used to ensure that the vision is accepted. In addition, 
empowering employees requires that they be able to communicate in a way 
that permits expressing discontent or suggestions. Through Kotter’s principles, 
organizations are able to develop effective communication strategies for their 
particular situations (Burnes & Jackson, 2018). 
 
Idowu, and Abolade, (2018) conducted a study in Nigeria titled "Effective 
communication and employee morale in periods of change". The study aimed 
to determine how internal communication impacts staff attitudes during 
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change. A questionnaire was used to collect data from 200 employees 
undergoing change at a manufacturing company. Findings showed open 
communication helped create understanding and cooperation. It reduced 
uncertainty and stress, thereby boosting morale. The researchers 
recommended proactive, transparent communication from leaders and two-
way dialogue to aid change acceptance. 
 
In another Nigerian study, Errida, and Lotfi, (2021) examined communication 
in the banking sector. Titled "Communication: Key to effective change 
management", the research explored strategies for change communication. 
Interviews were conducted with change leaders and focus groups held with 
staff from 5 banks. Results indicated regular updates, involvement in decision 
making and addressing concerns improved change results. However, some 
banks still relied on memos which limited participation. The study suggested 
combining formal and informal channels tailored to audience needs. 
 
Olajiga, and Ninduwezuor-Ehiobu, (2024) investigated a construction firm in 
Nigeria. The study "Strategic communication for organizational adaptation" 
evaluated communication practices amid industry changes. Questionnaires 
were distributed to managers, supervisors and workers. Findings showed 
communication helped the firm adjust policies and work processes. However, 
communication was top-down without feedback mechanisms. 
 
Meanwhile, Lauzier, and Nicolas, (2020) examined US federal agencies 
undergoing restructuring. In their study "Organizational change: A review of 
theory and research in the 1990s", they analyzed over 100 change studies. 
Results demonstrated the significance of participation, supervisor support and 
communication in change management success. The researchers concluded 
communication acts as a key social variable facilitating change acceptance. 
 
Additionally, Stadnyk, (2018) explored large Australian organizations in their 
research "Rethinking internal communication: A stakeholder approach". 
Surveys and interviews with staff assessed current practices. Findings 
highlighted the need for transparent, inclusive communication matching 
stakeholder needs. The study recommended customized internal 
communication strategies and measuring communication effectiveness 
regularly. 
 
Finally, in the UK, Graaf, and Austin, (2019) examined local councils in the study 
"Strategic internal communication during austerity". Interviews were 
conducted with change leaders and focus groups held with employees. Results 
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showed varied communication approaches impacted change outcomes. 
Centralized, top-down communication styles hindered participation and 
understanding. The researcher suggested empowering managers to tailor 
communication and prioritizing two-way dialogue. The findings support open 
communication which is important for employees during organizational 
change. When leaders communicate openly about changes, it reduces stress 
and boosts morale among staff. Involving employees in change planning and 
addressing their concerns helps improve results of change initiatives. However, 
some organizations still rely only on memos to communicate changes. Past 
experiences with change and organizational culture can influence how 
employees respond to new changes. A culture of participation results in better 
acceptance compared to authoritarian cultures. 
 

Methodology 

 
This study employed a qualitative research approach using secondary data 
sources to explore effective communication strategies for organizational 
change initiatives. Through an This study employs a qualitative research 
approach using secondary data sources in-depth analysis of existing literature, 
including academic journals, books, and articles, relevant theories and case 
studies were examined to identify best practices. Data was collected from 
reputable databases and publications, focusing on global and Nigerian 
contexts. Thematic analysis was used to extract key insights, ensuring the study 
provides comprehensive recommendations for organizations seeking to 
enhance their communication strategies during change processes. This 
method ensured reliability and validity. 
 

Discussion of Findings  
 
Common communication problems that lead to failed organizational changes 
 

The outcome of this study revealed that communication problems such as poor 
leadership, unclear objectives and limited feedbacks leads to failed 
organizational changes. The study revealed that poor leadership creates 
confusion and disengagement in the organization, unclear objectives results 
into inefficiency as a result of unclear expectation, which results into 
frustration and confusion and limited feedbacks, hinders continuous 
improvement as employee lacks the needed guidance.  
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Effective communication strategies for successful change management  
 
This study found that effective communication is crucial for ensuring that all 
stakeholders understand, accept, and embrace change. Additionally, the study 
highlighted that developing a clear communication plan, using appropriate 
communication tools, and crafting specific messages for different audiences 
are key strategies for achieving successful change management. 
 

Conclusion and Recommendations 
 
Conclusion    
 
The analysis focused on effective communication strategies for organizational 
change initiatives. The study found that failing to address communication 
issues—such as poor leadership, poorly formulated goals, and lack of adequate 
feedback—can lead to the failure of organizational change efforts. Conversely, 
the findings also indicated that effective communication, including tailored 
messages and appropriate tools, enhances stakeholder participation and 
supports the effective management of change. These results reinforce existing 
literature and highlight the critical role of strategic communication in 
organizational change. 
 
Recommendations 
 

1. While making organizational changes, leaders are recommended to 
communicate more clearly by setting goals and providing feedback to 
increase participation and decrease confusion.  

2. Prepare detailed plans for communications integrated with the 
appropriate tools and audience messages which allow stakeholders to 
understand and support these changes. This will facilitate 
transformation and ensure effective change management. 
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