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[bookmark: _Toc144136969]Abstract
Organisations are facing rapid social, economic, and technological transformations due to environmental factors and organisational dynamics. To address these challenges, organisations are making changes of different sizes and types, adopting new technology, and creating new strategies that affect their business models. However, the success of these steps may not always meet the intended goals. In this context, the objective of this study is to examine the influence of change management in the realm of business, with a particular focus on a modern innovative winery in Sout east of Bulgaria region – Logodaj. As such, the research emphasises on the value of organisational outcomes as financial performance and employees' responsiveness in order to evaluate their impact on the organisation's capacity to adapt to change. 
The strength of such an approach addresses the current information gap and potential of the strategies and practises used by modern and ever-changing organisations within the wine sector. For the purpose of the study, data collection is conducted using interviews and questionnaires administered to individuals affiliated with Logodaj Winery. The results show that the organisation exhibits impressive capabilities in the areas of technological integration, innovation, and prioritising client needs. However, it also faces significant obstacles, including a lack of effective communication, insufficient investment in personnel support, and suboptimal decision-making processes. Striking a balance between a well-defined organisational structure and agility is crucial for adapting to dynamic market conditions and driving sustainable success. As such Logodaj Winery should address the existing communication gap and implement a strategy to provide ongoing learning opportunities for its staff in order to enhance their adaptability. 
This research provides valuable contributions to the current literature in the fields of management and academics by examining the influence of change management on the organizational process of transformation. It is important to acknowledge that the influence of change on organizational performance within the wine business might differ depending on the particular context, scope, and effective execution of change endeavours. Therefore, it is essential to be carefully considered change management practices, stakeholder engagement, and continuous adaptability in the process to evaluate the influence of change on organizational outcomes.
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[bookmark: _Toc144136971]Introduction 

In recent decades, business in Bulgaria has been the focus of a strong worldwide discussion. The ongoing deep and complex political, economic and social changes have placed new demands on business and its results. Implementing modern technologies leads to changes in the system of organizations and each operational department. The dynamic business climate of Logodaj Winery must adapt to includes shifting tastes among consumers, rapid technical development, and ongoing fluctuating demand. To maintain a competitive advantage and achieve sustainable growth, the winery must effectively manage change and adapt to a constantly evolving environment.
Despite the importance of organisational adaptation and change management, the company's tailored methods and practises for enhancing results and adaptability remain in question. In order to cope with competition and ensure the survival of the organisation in a rapidly changing environment, significant transformations must be made throughout the entire organisation. It is essential for organisations to diligently oversee both their internal and external conditions and use suitable change management strategies in accordance with the current state. And as the objective of this study is to examine the impact of these changes and two outcome variables - adaptability and organisational performance, within the specific setting of a Bulgarian company. 
This investigation is guided by a specific set of questions and is organized into various sections, including a comprehensive overview of the literature review. The study draws from a range of theoretical and conceptual frameworks from different academic disciplines that have influenced research on organizational transformation. By delving into factors like resource theory, dynamic capacities framework, and organizational adaptability, this study sheds light on the development of the field of change studies. Yet, it is crucial to acknowledge that this study just focuses on a particular set of relevant characteristics and does not contain all particular aspects of results of changes.
The measurement tool for the purpose of investigation will include of standardised open questions and interview guides. The collection of data will be conducted using several methods, including face-to-face interviews, open questionnaires, and document analysis. Qualitative approaches, such as content analysis, will be used to evaluate the data that has been gathered. The study will concentrate on the operational aspects of a winery and its influence on organisational results and adaptation within the Bulgarian wine market, despite the wine industry's global nature.
 In the final section of the study, we will discuss the findings and implications resulting from the research. Specifically, we will focus on analysing the change management approach employed by the Winery to achieve their objectives. We will explore how change efforts impact the organization's financial efficiency, productivity, innovation, and ability to adapt to shifting change dynamics and internal transformations. Finally, we will examine the difficulties the winery faces in strengthening its capacity for change management and the practices and approaches it could employ. This will provide valuable insights that can enhance the organization's change activities, optimize results, and bolster its capacity to adapt within an evolving change. 
[bookmark: _Toc144136972]Literature Reviews 

[bookmark: _Toc144136973]The meaning of organisation change

In the field of organisational change, authors often take different approaches in their analysis, resulting in varying perspectives on the essence of organisational transformation itself. Organisational change is typically defined as a perceptible transformation in an organisation's quality, structure, or condition over time (Moran and Brightman, 2001). Some definitions prioritise the elements undergoing change, such as strategic plans (Gardiner, 2017) or the structural and operational frameworks of an organisation (Lin, Chen and Su, 2017). Alternatively, some scholars refer to organisational change as a sequence of events (Clément and Rivera, 2017). Despite years of research, there is still no widely accepted theory that fully explains why organisational change happens (Struckell et al. 2022) and when it's most effective. Additionally, there are no established practices or recommendations for change agents to follow (Errida and Lotfi, 2021). Based on the idea of improvements, some experts (Cameron and Green, 2019; Lin, Chen and Su, 2017) even argue that change management and organisational development are simply part of overall management activities and should not be studied as separate phenomena.

This thesis explores the complex process of organisational change, which involves a series of events, actions, and activities that occur over a specific period of time and within a particular context. The result of this process is a difference in the outcomes, adaptability, or state of a given organisational approach (Clément and Rivera, 2017). It is important to note that in this research, change is not regarded as distinct from day-to-day operational activities, and its results of organisational outcome are measured by the financial performance of the organisation as an indicator and the capability of employees towards their adaptability.
[bookmark: _Toc144136974]Organisational outcomes

In order to address challenges and achieve financial stability, organisations often implement changes aimed to increasing revenue and reducing costs. The integration of change within organisational dynamics is an intrinsic component, and its proficient management (Duchek, 2020), provides a significant influence on levels of organisational performance. According to many studies ( O'Donnell, 2018; Dekoulou and Trivellas, 2017; Karlibaeva, 2020) change optimise efficiency and financial stability. Change brings forth new procedures, techniques, or approaches that improve operational functionality. In this way, there is considerable research (Atieh, Cooke and Osiyevskyy, 2022) suggesting that implementing automation technology or embracing lean management practises, for instance, can result in cost savings and greater output. While the study displays promise, it would be more advantageous to include practical evidence from a broader array of perspectives. The findings strongly suggest that certain market economies manifest a heightened level of innovative performance, indicating a potential innovation gap among diverse cultural backgrounds.
On the other hand, organisational change can frequently cause disruptions in day-to-day activities and impact both short-term and long-term organisational capabilities and performance. Rizos et al. (2016) argue that the implementation of change initiatives may face a range of challenges and barriers that impede the enhancement of their advancement. Badly managed change can result in disruption and financial losses for companies that are reluctant to adopt new procedures, technologies, or organisational frameworks (Roblek et al. 2021). Poorly planned resources or rushed change initiatives can lead to implementation problems, including cost overruns (Simushi and Wium, 2020), missing deadlines (Voehi and Harrington, 2017), resulting in poor quality (Laukkanen, 2021). Both employee adaptability and financial performance may suffer as a result of these setbacks. Empirical research has shown that the transition to new functions might provide a significant implementation problem, leading to not only to stunted growth but also have the potential to destroy their organisational value (Visnjic et al. 2017), impacts the firm's performance (Josephson et al. 2016) and could risk organisational survival (Benedettini et al. 2015). Ineffectively implemented changes can hinder initiatives to broaden new opportunities and impede the organisation's financial stability. The impact of change, whether positive or negative, is based on its capabilities. For an organisation to change successfully would mean it achieves not only financial performance but also the ability to sustain over time.
Capabilities as a specific resource - a source of financial performance that can be developed and retained within a company are at the heart of dynamic changes, a concept that, according to Heaton, Teece and Agronin (2022), has a significant impact on organisational outcomes. And according to Kaur (2019), the organisational capabilities framework can also be seen as a link between two concepts: a resource approach and a knowledge-based approach. It attempts to explain why and how certain firms maintain a financial performance in an environment of rapid and unpredictable change. But it is important to note that complementary to this, the various theoretical frameworks used to understand organisational change require adjustments in terms of scope and focus (Saebi, Lien and Foss, 2017). Subsequently, this can result in various interpretations and distinct comprehension of the desired outcomes and how to assess their accomplishment. As such, performance results, as defined tend to be unstable because the environment is constantly changing (Tien, Anh and Ngoc, 2020), and this would lead to continually changing temporary financial advantage. Otherwise, the direction of this influence (positive or negative) depends on the success of the change. Therefore, the research we focus on revealing in this study aims to examine the organisational outcomes as financial performance through the prism of tailored change that demonstrates a relationship between the experience of change and the achieved sustainable financial results. An approach aiming to identify internal capabilities that can be utilised to implement change and achieve long-term positive effects within the organisation.
[bookmark: _Toc144136975]Adaptability in the organisations

In the contemporary dynamic and constantly evolving business environment, organisations that demonstrate adaptability and evolving have a distinct advantage over their competitors (Liu and Yang, 2019). The importance of staying ahead of the curve by keeping up with technological, economic and social shifts cannot be overstated. According to Fu et al. (2020) staying attuned to the needs and preferences of consumers, as well as taking into account financial concerns and company capability practices, can further enhance an organization's chances for success. But to achieve this, it is essential to understand employee dynamic capabilities and organizational adaptability (Teece, 2018). It involves identifying the necessary skills and devising strategies to leverage them for long-term strategic benefits while maintaining short-term results. In addition, these capabilities can stem from organizational and personal/team factors, facilitating reactive and proactive change (Annosi, Monti and Martini, 2020). Once the essence of organizational change is understood, it becomes crucial to identify the driving factors that contribute to it, both internally and externally, what interventions can lead to its success, how organizations can adapt and why, what the short and long-term effects are, and how to sustain these outcomes. To measure the effectiveness of these changes, this research focuses on adaptability as the second dependent variable.
[bookmark: _Toc144136976]Implications of change management

A couple of research studies indicate that effectively managed change initiatives have the potential to generate favourable outcomes in terms of employee participation activities and improved organisational abilities (Petrou, Demerouti and Schaufeli, 2018). In addition, the change process can generate prospects for personal and professional advancement and greater participation in decision-making procedures (Hirschi, 2018), ultimately resulting in elevated levels of engagement and smoothly adjusting to new circumstances. However, due to a significant increase in workload and task-related issues, according to in-depth research on rapid transformation, Lee, Huang and Ashford (2018) contrast that the impact of change may also lead to a state of overload regarding job responsibilities, which could have an impact on the level of involvement of the workforce. Moreover, the implementation of change initiatives on a continuous or frequent basis may lead to change fatigue (Prosci, 2022), a phenomenon characterised by employee overwhelm and disengagement. Therefore, a high intake of thwarting upcoming change initiatives can result in practice to improve or equally destroy employee capabilities and adaptation in time of continuous tailored changes.
Several authors nowadays (Heubeck and Meckl, 2022; Hayes, 2022) have emphasised the connection between a company's performance and its unique abilities to use and integrate human, physical, and goodwill capital. It was largely adapted from publications dating early on (WIERCIŃSKI, no data) back to the 2016s, when both Tehseen and Sajilan (2016) through the years developed evolutionary theories, where a company's capabilities change over time and their competitive implication over organisational change practices. Otherwise, adapting to change can majorly affect an organisation's ability to perform. Nevertheless, it is also imperative to acknowledge that the influence of change on organisational outcomes is not an inherent nor assured factor. Thus, the ability of an organisation to effectively adapt to change is significantly influenced by two critical factors: organisational culture and manage of resources. Likewise, organisations may have the potential to undertake diverse activities that exhibit significant variations in their susceptibility to the influence of support. Consequently, the presence or absence of resources is expected to have an impact on the direction of organisational development. In spite of outlined findings, In this study, we will delve into the objective of change implementation, focusing on employee capabilities and their enhancement over time. Additionally, it is important to view organizational change as an integrated event rather than a distinct and isolated occurrence.
[bookmark: _Toc144136977]Change management success factors

The achievement of successful change implementation requires the utilisation of effective change management approaches (Hussain et al., 2018), the presence of strong leadership (Yue, Men and Ferguson, 2019), active engagement of stakeholders (Brown and Harvey, 2021), and the capability to align change initiatives (Smith and Merritt, 2020) with strategic objectives. These factors contribute to data obtained by Rodriguez and Walters (2017) that insufficient provision of training and development opportunities by organisations may result in employees experiencing difficulties in adapting, which in turn may lead to a decline in performance and a reduction in overall organisational effectiveness. Hence, many studies on change management focus on developing guidelines for implementing specific changes as professional support from outside an organisation (Moullin, 2019). Following the authors’ call to action, Schulze and Pinkow (2020) point out that high-adaptability organisations can successfully manage employee downturns in competencies, overcome obstacles, and proactively seek and seize opportunities. 

Based on the argument above, Yue, Men and Ferguson (2019) add that such leadership creates adaptive space outlined in needs of change. Moreover, they may quickly realign strategy, procedures, and resources at the right time. However, it is worth noticing that organisational change capabilities are a complex process often involving overlapping events, which can be characterised as revolutionary and evolutionary transformations (Hayes, 2022). And here, specifically, Leaders within the organisation have the ability to identify, direct, and manage these events. Therefore, it is worth exploring organisational resources that focus on an organisation's internal capabilities (Lin, Chen and Su, 2017) and how they can be improved. This approach could enable the organisation to effectively implement multiple changes, even in situations where they occur simultaneously or have conflicting objectives. As such, in this study, we delve deeper into the objective of change implementation, focusing on employee capabilities and their enhancement over time as the inner potential of the organisational management approach. 

Although there are many different change management models, Crosby (2020) claims that they may all be simplified into three stages approach following Kurt Lewin's work. In such an approach, various difficulties are regarded and methodically considered, such as avoiding slipping back, bad habits, bearing unknown, beneficial behaviours, coping with the inevitable discomforts of change, and reaching successful results. This perspective helps to clarify the reasons for and barriers to, or openness to, change. Nonetheless, it is important to note that there is currently not universally applicable and comprehensive model for assessing organisational change. This is due to the inherent complexity that arises when attempting to address organisational challenges, since each proposed solution is likely to bring about other issues (Bushe, 2017). In researching the impact on organisational change, a deeper understanding of the dynamics and effects of process, context, and time is still needed (Hanelt et al., 2021; Cameron and Green, 2019). According to Hay, Parker and Luksyte (2021), success or failure, when considered from a subjective perspective, reveals itself in the retrospective descriptions of organisational members and can be contradictory in nature.
[bookmark: _Toc144136978]Research Methods and Methodologies

A comprehensive understanding of how changes impact outcomes and the ability of companies to adjust to new circumstances is of immense value to professionals and academics in today's organisations. Effective change management is crucial for the success of any business, and it holds even greater significance in the constantly evolving wine industry (Thrassou et al. 2022). As such, the primary objective of this research is to investigate how organisational changes affect the performance and adaptability of a wine company. The main objective of this study is to fill a gap in the existing literature review by gathering valuable insights and real-world evidence from Logodaj, a private wine cellar located in Bulgaria.
This research comprehensively analyses the results obtained via a qualitative investigation into the correlation between change potential, organisational outcomes, and adaptability. The rationale for using this technique is based on the possibility of getting a comprehensive understanding of the experiences, viewpoints, and attitudes of people in an organisation regard to the process of change. According to Saunders (2019), selecting qualitative research offers a comprehensive and detailed understanding of responses instead of imposing predetermined answers on individual experiences. As evidenced from the literature review, change is a multifaceted subject, and according to Myers (2019), qualitative design methods are characterised by their openness and ability to capture the complexity of the object field studied adequately. Through using qualitative research methods, valuable insights can be gathered regarding the complex dynamics between change management initiatives and their impact on organisational outcomes and adaptability. Contextual factors, individual perceptions, and the distinctive dynamics of the wine industry can all be investigated using this method, leading to more complex and insightful findings.
Based on the qualitative method, the data-gathering approach will involve semi-structured interviews with managers from the central departments, who were tasked with overseeing the facilitation, assurance, and execution of changes within the organisation (Appendix 2). And open-ended questionnaires, tailored to employees as a focus group, further validate the observed changes in their work environment, allowing for a collection of rich qualitative data (Appendix 3). The focus group approach, according to Moser and Korstjens (2017), presents a valuable opportunity for researchers to obtain multiple perspectives on a given topic simultaneously. Additionally, the shared interaction among participants can provide further insights for the researcher. The choice of focus group is also chosen as a perspective approach based on the interpretation by Busetto, Wick and Gumbinger (2020) that focused group questionnaires are a suitable research method in situations where the researcher seeks to elicit a diverse range of ideas or emotions, identify factors that impact attitudes, behaviour, or motivation, gain a deeper understanding of complex topics, and extract insights from a group dynamic. The data collection involved audio and written recording, followed by transcription and translation of the captured responses. Following this, the qualitative data will be subjected to thematic analysis.
A deductive paradigm is applied to rely more on logical reasoning rather than on broad generalisations. According to Pearse (2019), by adopting this approach, we can develop precise concepts based on existing theories and literature that pertain to change management and its effects on organisational outcomes. This will contribute to further developing the current understanding of this particular subject matter. Formerly, the indicators employed for the assessment of the aspects under examination were derived from the gap in the analysis of relevant scholarly sources. In order to rely more on real-world context, the research is grounded in the philosophical framework of interpretivism. As a major advantage, Putnam and Banghart (2017) suggest that the interpretive approach enables a more profound review of employees' viewpoints, attitudes, and actions in the given field. To this point, it is essential to recognise it when examining the influence of change management on organisational outcomes and adaptability. As Saunders (2019) explains, an individual's fact is shaped by incorporating the objective thing into their subjective experience. Therefore, the essence of human experience lies in constructing purpose. The theoretical framework of interpretivism is consistent with the research objectives, as it aims to comprehend and understand individuals' personal interpretations and experiences within their specific contextual circumstances. 
The research for this study is centred around a case study design, which Schoch (2020) recognised as especially advantageous when analysing intricate and context-specific information, such as the effects of change management in a wine industry company. This strategy allows for collecting comprehensive data regarding the organization's context, decision-making processes, and the outcomes of change management initiatives. Furthermore, employing a case study design allows us to gain a more comprehensive understanding of real-world situations and their practical implications. This case study addresses a sample of employees and managers actively engaged in the wine industry. To understand the experiences of people in management and non-managerial roles across businesses, the research used intentional sampling to choose relevant participants. As such the stratified method was used to generate the study's data, which makes no claims to completeness or universality. For this purpose, the information was collected between the end of July 2020 and mid-August 2021 through in-person meetings with employees and managers at Logodaj company. The research prioritizes ethical considerations, such as securing informed consent from all participants and maintaining rigorous confidentiality of their data. It strictly adheres to established ethical protocols for data storage and usage while ensuring participant anonymity. By employing this approach, the research aims to understand the intricacies of change management and its impact on the wine industry, particularly within organizational outcomes and adaptability.
[bookmark: _Toc144136979]Data Analysis and Discussions
[bookmark: _Hlk142481955]
[bookmark: _Toc144136980]Why change is necessary for today's organizations? 

This part of the interview aims to assess the tactics and practises used by the organisation to address changes, focusing on analysing their efficacy and the potential consequences they have on outcomes and adaptability. One of the prominent themes that emerged over the interview process was the significance of effectively addressing changes to the quality level of organisational performance. In this investigation, organisational performance serves as the first indicator to capture the impact of transformation. Overcoming obstacles and gaining an edge over rivals, as evidenced by better-than-average performance, is a common motivation for organisational transformation sited by the managers. As a second one is regarded as the optimisation of employee capability as an indicator for improved adaptability in the organisational change approach. As such, organisational transformation aims to enhance the overall effectiveness and efficiency of the company. By optimising employee capability, organisations can ensure that their workforce is equipped with the necessary skills and knowledge to adapt to changes effectively. This not only enables them to navigate through the transformation process smoothly but also empowers them to embrace future challenges with confidence.
[bookmark: _Hlk139969311]The argument beneath the change, motivations for implementation and sustainability of the initiative are paramount for managerial staff. From the analysis of preformed interviews, it becomes clear that the organisation implements changes to overcome financial obstacles and gain an advantage over competitors, who would otherwise obtain merely average. Moreover, they believe embracing change can create a dynamic environment that can adapt to continuous improvement and achieve sustainable growth. The outcome of this transformation is measured by an organisation's financial efficiency, which at this point show a grows over time (Appendix 1). If a company can reach good economic enhancement and maintain high-performance levels in a competitive market, it will be able to adapt to new circumstances successfully. 
The employee focus groups extensively discussed the manner in which the theme was presented, providing references that were directly related to the transformational aspect of change. The respondents acknowledged the intention to achieve both internal and external alignment on a change message. But equally important, it is considered misguided to prioritise external pressures over the needs of the organisation. It is vital for the motivation of a company to be grounded in its individual needs rather than simply adopting an initiative because other firms are doing so. Although changes often result in the emergence of new positions, increased opportunities, and enhanced prospects, change presents certain challenges. It often results in increased responsibilities and heightened stress levels were adapting to new work norms results in significant obstacles.
[bookmark: _Hlk142567426][bookmark: _Hlk142567943][bookmark: _Toc144136981] What happens when it is acquired?

The organisation aims to introduce changes through innovative strategies and new methodologies. They foster a culture of creativity that motivates employees to explore technological advancements, experiment with new processes, and challenge the status quo. By embracing change, managers strive to differentiate the business from competitors and promote new product and service development by offering unique value propositions. Participants in focus groups recognised the importance of technology, but it was not extensively discussed in some cases. They acknowledged the rapid pace of advancements and how they facilitate daily operations. However, focus group members noted that frequent innovative advancements can be frustrating for individuals who are still adapting to previous changes. They emphasised more communication and appropriate training to alleviate these challenges, resulting in increased comfort levels and decreased frustration among workers responsible for implementing new technology. The smooth and efficient execution of a company's day-to-day tasks and complex projects relies heavily on the principle of organisational coherence, which pertains to the extent to which workers can rely on more experienced ones for assistance and collaboration.
When the organisation undergoes structural changes, it can affect its daily operations and long-term functionality. The success of the transformation in the winery depends heavily on how well it is executed. Some of the factors that affect how people react to a change in the workplace are the managers' perceptions of the process implementations and the employees' own motivations. While it may seem unavoidable for managers and workers to participate in the planning process, employees within organisations state that they often meet their disconnection with the perceived planning, which then leads to feelings of isolation and subsequent frustration. As a result, the participants in the focus group often make a correlation between rushed planning and the managers' decisions to exclude organisational members who currently hold responsibility for the tasks. Moreover, the lack of proactive engagement in the process of planning often led to the perception that change has arisen unexpectedly and without previous notification. 
The managers acknowledge that in some cases, adopting new planning strategies may result in perceived rushed change, necessitating quick adjustments to avoid unnecessary expenditures. They recognise that the occurrence of fast changes is adversely affected by employee involvement, whether it be by contributing opinions on pre-existing choices through a change process but also noticed its effect on their timely execution of jobs and the general financial stability of the organisation, which otherwise considerably may lower productivity and increase potential losses. Although further research is necessary to gain a comprehensive understanding of this subject matter, the absence of statistical significance between change climate and adaptation, as well as change climate and organisational outcomes, suggests that more investigation is needed.
[bookmark: _Toc144136982]What is its impact on organisational outcomes?

Through observation of the organisational processes and insightful interviews with key management personnel, it has become apparent that one of the positive change initiatives implemented within the organisation has resulted in enhanced financial stability. Through the optimisation of operational efficiency, the incorporation of new technologies, and the implementation of best practices, the organisation has been able to effectively streamline its operations, resulting in reduced costs and enhanced productivity. For instance, implementing automated systems for complete harvest procession significantly enhances operational efficiency and reduces errors and losses from inefficient use of resources. Moreover, by embracing new techniques and procedures, the organisation has enhanced the work process of their wine products and developed innovative procedures enabling new development practices to meet changing consumer preferences. This has led to increased customer satisfaction, loyalty, and market competitiveness (Bulwine, 2023). In addition, the ability to be responsive to changes enables organisations to remain relevant, take advantage of emerging market prospects, and outweigh their rivals.
Subsequently, the wine industry has been significantly impacted by changes, leading to notable effects on its financial performance. The successful implementation of new processes and procedures has resulted in increased revenues, improved profit margins, and enhanced overall financial stability (Appendix 1). Specifically, by optimising their technology processes, they were able to reduce costs associated with additional labour and hours needed to complete performed tasks. The continued optimisation also led to an increase in profitability, as they were able to meet quality criteria for exporting and accessing new distribution channels (Cannavan, 2015). However, the net profit has decreased due to ongoing resource allocation for development and investments.
The implementation of change initiatives generated a significant impact on the levels of employee engagement and capabilities. When employees have actively participated in the change process, received an enhanced knowledge, and been presented with opportunities for growth and development. They have demonstrated a higher attitude of being engaged, trained and promoted in work. This has positively impacted their productivity and collaboration. The participants of the focus group exhibited an initial positive reception towards changes that comprised personal development and presented challenges and opportunities for growing in their career ladder. However, not all employees equally received such progress. Employees involved in the low level of production were deprived of tailored training expecting to receive such from their supervisor. As a result, it is perceived as a prominent gap in the middle management approach to change where they are usually enclosed between the need to participate in more training and the same time to hand over the knowledge to the unit focussed staff. They expressed a sense of readiness or not for these changes, perceiving them as both desirable and necessary. Additionally, they struggle to emphasise the importance of effective planning and communication in facilitating successful change implementation. 
While improvement have been shown to have some positive impact on the capacity for change and organizational achievement, further research is needed to establish a significant correlation between the two. It is imperative that organizations remain diligent in their pursuit of both growth objectives and organizational learning at all levels to achieve sustained success.
[bookmark: _Toc144136983][bookmark: _Hlk142651286]How do organisations adapt to change?

After analysing comments from managers, it has been discovered that the organization is tailored to constantly adopting a new approach to work focused on exploration, innovation, and finding new solutions to gain a competitive advantage and achieve long-term results. Managers emphasize the importance of adapting to ongoing changes and observe the positive impact it has on employees' work performance. This approach seems crucial in helping organizations navigate changing circumstances through new transformations. However, from human point of view managers have also noticed some cultural resistance to change among employees. They also acknowledged that individuals tend to resist change initially because part of employees prefer to stay in their comfort zone, don't fully understand the proposed changes, or have a natural aversion to change. As such, managers have recognized the importance of providing training to employees during times of change and identify two significant factors that influence individual' change-related experience: ongoing learning and timely incentives. These factors, from their point of view, appear to be crucial in reducing change-related uncertainty and improving individual adaptability.
Based on the feedback from the focus group participants, the main factor identified as crucial for adaptation was the importance of receiving timely, accurate messages, ongoing support and training that helped them understand inconsistencies and take appropriate actions during the change process. Every participant in the focus group marked a unique set of experiences, values, emotions, and beliefs that their extensive professional backgrounds have shaped. These factors influenced and potentially enhanced their adaptability perspectives on change. However, from the focus group results, some participants expressed negative sentiments regarding frequent changes while also recognising the potential for improvement through uncertainty. The sub-themes encompassed in the discussion are the concept of ambiguity through the process of change, the experience of fear, the abrupt nature of change, the influence of personality and age, and the role of time-money factors. In particular, many deny a shift in vision, catalysed by a new leader with significant influence and a corresponding shift in organisation’s trends. As a result, it was noticed that excessive changes in strategy lead to change fatigue among workers. In individual cases, employees show more concern about how the change would affect them personally rather than how it would benefit the performance in the organisation. The perception of personal benefit that workers get from organisational changes, sometimes referred to as employee satisfaction rather than improved capabilities, and as consequence is anticipated to have a significant role in determining the potential of an organisation to adapt to change. 
Although on adaptation has been given significant attention in terms of the frequency and intensity of training and tailored support, it is rarely discussed in the managerial body on organisational change. Despite this the participants in the focus group regarded uphold assistance as a form of dedication to favourable the change, as well as a contributing factor in diminishing uncertainty and enhancing their level of comfort. The participants expressed the importance of guidance and establishing effective communication channels as essential factors in mitigating fear, adopting new standards, alterations in supervisory personnel, and anxiety towards unfamiliar circumstances. Additionally, highlighting potential long-term advantages, such as improved efficiency or career growth opportunities and consequent future rewards, can help alleviate initial resistance or apprehension towards the change. Consequently, it is anticipated that employee support will increase as a result of greater awareness of these benefits. The results of the research revealed a positive correlation between staff willingness to change and the dependent variable of organisational financial incomes, whereas no significant correlation was seen between employee satisfaction and the second dependent variable of adaptability.
[bookmark: _Toc144136984]What is the influence of previous experience with change?

The participants in the study were requested to reflect on changes they had encountered, either within the present time of functioning the organisation and past performance or a previous company, that had proven to be successful or unsuccessful. They were asked to consider the reasons behind the failure/success of the change. 
Based on interviews conducted with managers, it has become apparent that a company's ability to adapt and perform successfully is not solely dependent on employee awareness and knowledge about changes but also on their active engagement in the process. Managers have recognised the importance of involving employees in the development and execution of change as a critical factor for success. As a future opportunity, managers express the need for the organisation to strengthen its ability to manage interconnected employee engagement initiatives and sustain future ones to achieve long-term success. Furthermore, the degree of collaboration among teams of employees during times of change will be of utmost importance to the overall climate of the organisation. These capabilities give managers an advantage and improve adaptability across the organisation. However, it would be beneficial if managers were more aware of the human nature of change and paid closer attention to expressing support and stability in processes. Subsequently, continual engagement from employees could lead to more confidence in utilising previous change experiences and their dedication to the process.
Equally important, employees note that their experience and the management's proficiency with change guide them and motivate them to work towards a shared objective and achieve better outcomes. Involving in teamwork, facilitating organisational dynamics, and improving work climate, employees feel better prepared to delve deeper into the complexities to enhance their operations and achieve optimal results. This indicates that an organisation's approach to change, which involves its members and draws from prior experiences on solid knowledge and support, can significantly impact the organisational change's success. It is important to note, however, that when evaluating performance, previous experience with changes and the results obtained should be considered with caution. This is because the outcome of a change can be influenced by a number of variables, including the specific context, team dynamics, and individual skills. Therefore, it is crucial to analyse the previous experience and results in a broader perspective to make informed decisions about future changes.
[bookmark: _Toc144136985]Conclusion, Recommendation and Limitations

The Logodaj winery in Bulgaria has been the subject of research investigating how organisational changes affect performance and adaptability. The study aimed to gain a thorough understanding of the winery's ability to navigate dynamic changes within the organisation.
The study of the research shows that change management practises inside an organisation have had a beneficial impact on its financial outcomes. The results revealed that change initiatives that are timely planned and effectively implemented have a role in generating more revenue, optimising costs, and enhancing profitability. The winery's financial performance has shown growth and stability subsequent to the effective execution of transformation plans. The winery's customer-centric approach allows for swift adaptation to market changes. However, it is essential to balance this with employee engagement to organisational overall vision to ensure adaptability across the organisation.
Logodaj Winery shows dedication to the utilisation of technology and innovation to improve operational efficiency and customer satisfaction. However, concerns have arisen regarding the development of lower-level workers and their adaptability in the work process. Company managers face some challenges in adaptability due to lack of communication. Effective communication is crucial for aligning employees with change initiatives and reducing resistance during transformations. Collaborative decision-making involving employees fosters engagement and encourages ownership of outcomes, ultimately improving overall adaptability.
A guiding principle in estimating change and formulating recommendations should be a continuous focus on long-term development and sustainability prospects while not compromising the organisation's short-term performance and results. Organisations need to seek the ability to implement strategies aimed at reducing or mitigating the inherent uncertainty that arises from dynamic environments, with the goal of enhancing perceptions of more support. Therefore, organisations should exercise caution when implementing changes and ensure that they have a clear rationale for improvement not only in a future state of organisation but also during the proceeding of change. The effective dissemination of the justification for change and providing prior notification can play a crucial role in mitigating uncertainty.
By properly resolving the difficulties that have been identified, Bulgarian Winery - Logodaj has the potential to enhance its agility and efficiently react to the changing market circumstances. Through the lenses of organisational performance and adaptability, it can be inferred that prior experience with organisational change helps to produce better organisational results. This suggests that having a track record of successfully overcoming organisational external but also internal change can have a significant impact on future results.
The study acknowledges several limitations, including the restricted focus on a single organisation and the possibility of subjectivity in data gathering through interviews and open questionnaires. Subsequent investigations may seek to expand the present study by including a more extensive representative sample, so enabling a more comprehensive examination of the adaptability of several organisations within the wine business.
The study results give rise to various suggestions for further research. Furthermore, it is suggested that future studies should investigate the potential influence of different adaptation tactics on the overall performance and ongoing sustainability of organisations. Comparative analyses conducted across several vineyards or sectors may provide a more comprehensive understanding of the effects of change management. Extended periods of monitoring the examined variables within specific teams and organisations could give additional verification of the findings.
In conclusion, this study has demonstrated the positive influence of change management on organisational performance and moderate adaptability at the Bulgarian winery Logodaj. By acknowledging these facts, the winery can strengthen its capacity to adapt to change, grow in a competitive market, and attain long-term success. This study makes a significant academic contribution by offering valuable insights into the organisational agility of the wine sector in Bulgaria. The results of this study are a valuable contribution to the existing literature in the fields of management and academics, as they shed light on the significance of certain criteria in facilitating effective organisational change.
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Managers Interview

This is a sample open-ended interview to assess the impact of change management on organisational outcomes and adaptability in the wine industry, specifically in Logodaj, Bulgaria. The interview is designed to gather managers' perspectives and experiences related to the topic: Impact of change management on organisational outcomes and adaptability in the wine industry: insights and evidence from Logodaj, Bulgaria.

Part 1: Demographic

Please provide your job title and department/section within Logodaj, Bulgaria, and how long you have been working here.
 
Part 2: Why is change necessary for today's organisations? 

Do you think change is inevitable in today's organisational growth?
What motivations drive organisations to implement changes?

Part 3: What happens when it is acquired?

How do you perceive change for the organisation?
Have you noticed any shifts in market perception or competition due to these changes?
How can you strike a balance between the benefits of innovation and change and the risks of disrupting the status quo in your company?

Part 4: How does change affect organisational outcomes and employee capabilities?

What is the impact of change on organisational results?
What impact has the integration of new technologies had on the operational processes and outputs of the winery? Can you provide specific examples of processes that were improved and the resulting outcomes?
How has the adoption of innovative tools affected the winery's operations and outcomes?
What is the impact of change on employee capabilities?
How has the organisational culture changed as a result of these initiatives?
How do you address the cultural resistance to change that some employees might exhibit?

Part 5: How do organisations adapt to change?

How do you perceive the role of adaptation to change in achieving organisational outcomes for the winery?
How do you address the potential challenge of change weariness due to frequent strategic modifications?
Do you think employees in your organisation are adaptable to change in your organisation?
What measures do you take to promote professional development and continuous learning among your team members?

Part 5: What is the influence of previous experience with change?

How does prior experience with change influence the overall adaptability and performance of "Logodaj" winery?
How does "Logodaj" winery ensure a high level of cooperation within teams during periods of transition?
Could you elaborate on the ways in which you encourage employees to draw upon their prior experiences with change during the formulation and implementation of new transformations?

Part 7: After thoughts

Is there anything else you would like to share regarding the impact of change management on Logodaj, Bulgaria, or any other related aspect not covered in the previous questions?

Thank you for participating in this interview. Your responses are valuable in helping us understand the impact of change management on organisational outcomes and adaptability at Logodaj, Bulgaria.
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Focus group questionnaire

This is a sample open-ended questionnaire to assess the impact of change management on organisational outcomes and adaptability in the wine industry, specifically in Logodaj, Bulgaria. The questionnaire is designed to gather employees' perspectives and experiences related to the topic: 

Impact of change management on organisational outcomes and adaptability in the wine industry: insights and evidence from Logodaj, Bulgaria

Section 1: Demographics

1. Please provide your job title and department/section within Logodaj, Bulgaria.
2. How long have you been working at Logodaj, Bulgaria?

Section 2: Why is change necessary for today's organisations?

1. How do you as employees, perceive the alignment between internal and external change messages?
2. Is the change in your organisation improved work development?

Section 3: What happens when it is acquired?

1. What do you think about the new changes within our organisation? Is it beneficial, is some drawbacks?
2. How do you perceive the level of employee involvement in the planning process of organisational changes? Does it affect your sense of performance and job satisfaction?

Section 4: How does change affect organisational outcomes and employee capabilities?

1. How has your level of engagement and motivation been influenced by your active participation in the change process?
2. In what ways has the communication about these changes impacted your perception of benefits and necessity?

Section 5: How do organisations adapt to change?

1. How do you perceive adaptation to change in your work processes and job satisfaction? 
2. In your opinion, what could be done to further improve Logodaj's adaptability and responsiveness to future changes in the industry?

Section 6: What is the influence of previous experience with change?

1. How has your prior experience with organisational changes, either within the "Logodaj" winery or from previous workplaces, influenced your approach to new transformations?
2. How do you believe your experience contributes to the overall readiness of the workforce to handle complex challenges brought about by change?

Section 7: After thoughts 

Is there anything else you would like to share regarding the impact of change management on Logodaj, Bulgaria, or any other related aspect not covered in the previous questions?

Thank you for participating in this survey. Your responses are valuable in helping us understand the impact of change management on organisational outcomes and adaptability at Logodaj, Bulgaria.
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KEY FINANCIAL HIGHLIGHTS

Annual growth percentages for latest two years in local currency
BGN. Absolute financial data is included in the purchased report

Net sales revenue 23.82%A
Total operating revenue 27.92% A
Operating profit (EBIT) -1.06% ¥
EBITDA -5.06% ¥
Net Profit (Loss) for the Period 9.2%A
Total assets 6.53%A
Total equity 271%A
Operating Profit Margin (ROS) -0.75% ¥
Net Profit Margin -02%V
Return on Equity (ROE) 015%A
Debt to Equity Ratio 23.44%A
Quick Ratio -0.02%V

Cash Ratio -0.02%V

Logodaj Winery 00D is an enterprise located in Bulgaria, with the main office in Blagoevgrad. It operates
in the Wineries sector. It was firstestablished in 1994, From the latest financial highijghts, Logodaj
‘Winery 00D reported a net sales revenue increase of 23.82%in 2022. A growith of 6.53% was recorded in
itstotal assets. The net profit margin of Logodaj Winery 00D decreased by 0.2%in 2022.
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