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The impact of change on employees’ attitude: A case study of a new procurement software for CLOOJ Healthcare Service.
Introduction
Change management is an everyday issue faced by employers as employees are bound to respond to change in different ways. This is an issue faced by many organisations hence the reason many people have researched on this area. This research is going to look at how change affects employees and to look at works already done by other researchers.
The new procurement process involved moving from a paper-based process to an electronic software created a lot of challenges for the organisation.
The research was case study based and questionnaires were used to collect data from employees to find out about both the positive and the negative aspect of the change that relates to the software CLOOJ is changing to.
The findings showed that employees’ attitude towards change would determine the success or failure of any organisation as employees are never willing to move away from what they are used to. 
The limitation involved in previous researches were the inability to capture as many respondents as possible because some employees were away at the time of the research but this will give room for researchers to investigate in the future.
The aim of this study is to investigate the relationship between change, employees’ attitude and employees’ commitment to change and particularly how employees embraced the new process of procurement at CLOOJ Healthcare Service.
The objectives are to investigate the relationship between change, attitude and commitment to change, to investigate how employee’s attitude helped in effectively achieving the process of change, review both process; old versus new and compare if it was for better or for worse, and identify factors that can explain the study’s findings.
The approach for data focuses on primary and secondary data collection and this will be done by looking at work of previous scholars and either questionnaires or interviews.
The literature review chapter focuses on change, attitude to change and employees’ commitment to change. Other factors would be critically reviewed as well, an in-depth review of previous literature will be considered too to clearly state the relationship between change, stress and commitment to change. This also allows for previous contributions in the field to be used for proper analysis.
The methodology describes the chosen research methods and explains the data collection, techniques and analysis process. Questionnaire and interview technique have been used for data collection from the organisation. This technique was used because a mix approach of quantitative and qualitative approach had been used in the analysis of the data that has been collected.
The data collected will be analysed and presented and findings presented showing the impact of change on employees.
I will conclude by assessing the study and identify its strengths and weaknesses. The relationship between change and employees’ attitude was highlighted and conclusions were backed with previous literature. The factors that explained the findings of this study were discussed and recommendations for future studies as well as the limitations were discussed also.
Literature Review
The previous chapter has set out the aims and objectives of this study. Based on it, this chapter reviews the relevant literature for the study and discuss some key issues from the data collected and the analysis. Firstly, change as a concept as well as the theoretical framework of change will be reviewed to have an understanding. The relationship between change, attitude, stress and commitment will be looked at in detail to how they interrelate and how important the concepts are in this research. Change is inevitable as it compares the activities of an organisation before and after a change to evaluate if it was for better or for worse.
“Organizational change is a very prominent topic now, there is a large amount of literature on organizational change and change-related areas, such as motivation, leadership, and organization development or change interventions. Little empirical research, however, has been done into the effect of organizational change, and especially changes implementation on employee behavior”. (https://www.inc.com/encyclopedia/managing-organizational-change.html) “The way organizations may succeed at changing or at resisting unwanted change has dominated organizational studies” (Suddaby & Foster, 2017;Stouten, Rousseau & De Cremer, 2018). “Alternatively, some research views organizations as continuously changing”. (Stouten, Rousseau and De Cremer, 2018). “Change is a common thread that runs through all businesses regardless of size, industry and age. Our world is changing fast and organizations must change quickly, too. Organizations that handle change well thrive, whilst those that do not may struggle to survive”. (https://www.mindtools.com/pages/article/newPPM_94.htm)
“It is a planned or unplanned transformation in the structure, technology and/or people of an organization”. (Greenberg & Baron, 2002). “Change, as referred to here, is the deliberate introduction of novel ways of thinking, acting and operating within an organization as a way of surviving or accomplishing certain organizational goals”. (Schalk et al; 1998). “It is, in fact, an adaptation to the environment of new ideas or behaviours that can be defined by many ways like transformation of an organization between two points in time” (Barnett & Carroll, 2003)
“Changing an organisation is a process of modifying an existing organisation to increase organisational effectiveness- that is the extent to which an organisation accomplishes its objectives”. (Fugate et al; 2012)
“A change in an organisation refers to any alteration in activities or task” (D’Ortenzio; 2012).
“Organisation change shows a diversity of the organisation in its environment, and the interaction of the technical and human activities that had interrelated dimensions in the organisation”. (Cao et al; 2003)
“Most planned organisation change is triggered by the need to respond to new challenges or opportunities presented by the external environment, or in anticipation of the need to cope with potential future problems; for example, intended government legislation, a new product development by a major competitor or further technological advances. Planned change represents an intentional attempt to improve, in some way the operational effectiveness of the organisation”. (Mullins; 2008)
“Even though change is implemented for positive reasons (e.g. to adapt to changing environmental conditions and remain competitive), employees often respond negatively toward change and resist change efforts. This negative reaction is largely because change brings with it increased pressure, stress and uncertainty for employees”. (Armenakis & Bedeian, 1999; McHugh; 1997) as quoted by Jones et al; (2008). 
Values and beliefs affect an individual’s attitude, and this is reflected in the way they carry out activities. One way in which the relationship between attitudes, values and beliefs can affect people’s behaviour in the work place is;
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(Certo & Certo; 2006)
Methodology
Data collection
There are two types of data that can be collected: primary and secondary data. Primary data are data collected for the first time and for a specific purpose, whereas, secondary data are data that have been previously collected by other researchers.
Primary data collection
Data collected for first-hand experience through interviews, observations, questionnaires. These data are originated by the researcher for the purpose of the study. The data from this source are either through; observation, surveys, interviews. For the purpose of this research, questionnaires were used to collect data. “Though it has been argued in the past that the use of questionnaires could be limited as respondents might not know the answer to a question but it is seen as very convenient for respondents because it is completed when they want to and at the speed they want to do it”. (Bryman & Bell; 2003) 
Secondary data collection
“Secondary data collection involves existing materials in libraries and from organisations. Secondary research is obtaining information from some material or documents which has been written or printed by somebody else”. (Collis & Hussey, 2003). Therefore, secondary data is the information from others’ research and exists in literature material or documents that have been published. The study used books, journals available at University of West London TSD library and in addition, internet as a source of gathering information. The text books provide basic theories and definitions. Although different authors have various points of views but the arguments either for or against was critically looked at to have an idea of what the research is all about.
Research Findings and Analysis
This chapter focuses on the research findings and use the data that has been collected in the previous section to get the results of our analysis which will be discussed using descriptive statistics and Pearson correlation to find the degree of association between the variables, and the results will be related to prior theories and models in the literature. 
Table 1
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Table1 shows the demographic information of the employees which relates to the first questions in the questionnaire focused on the gender and number of years of the employees in their employment. This was to get an insight of how long they have experienced the various change process that have taken place in CLOOJ Healthcare service. 34.7% of the respondents were males and 65.3% were female respondents who have worked for between 1-30years in the organisation. This wasn’t used for analysis purpose, but for information purpose only. 
Figure 2
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Conclusion of the study
The study looked critically at the relationship between change, employees’ attitude, response and commitment to change using a case study of the change in the new procurement software at CLOOJ Healthcare service. The result shows that there are high positive relationship between change, employees’ attitude and commitment to change. The result of the research aligns with previous research with previous work done by other researchers.
The results of the research show that employees’ response to any form of change is determined by a lot of factors which includes; communication, training, involvement in the change process and adaptation to the new process. “Employees needs to be adequately trained and informed especially during change because effective communication reduces fear and uncertainty and therefore resistance to change”. (Yazdanifard & Rashad; 2012).
Employees’ involvement in the change process would help the organisation to have all hands-on deck, this involvement of everyone in the change process would make the transition a very easy one to embark on. From the top of the organisation’s hierarchy to the lowest in the hierarchy should be involved in the process of actualising the change. Employees tend to like doing things in the manner they are used to and so if they are not carried along, they could make the whole change process difficult by resisting to the change which might at the long run affect the purpose for the change. This is done to allow employees think and make decisions in alignment with the change. Leader behaviour is crucial during organisational change, as leaders provide a vision of the change; give direct support to employees and model appropriate behaviour. 
Communication which is one of the greatest tools of change should be considered as an important aspect of change. Previous research has shown that employees tend to respond negatively because of reduced amount of communication they receive during change. Unless the organisation can be entrusted to communicate honestly and consistently, attitudes towards change are likely to be antagonistic 
(Chawla & Kelloway;2004). This will mean a negative response to the change that the organisation is responding to. From the data analysed, it could be determined that the management of CLOOJ were not at their best for letting the employees into the change process. Though there was a positive relationship with the level of communication that was received during the change and the method the organisation communicate with its employees. The level of communication employees has with its management, determines the level of trust that they have. Trust is also established by ensuring the employees are carried along in the whole change process.
Recommendation
After understanding the relationship change has on employees’ attitude, it will be recommended that the management of CLOOJ healthcare service should involve employees in the process of future changes. This can be done by continuous training even when the change hasn’t been implemented and create a room for constant updating of the employee’s awareness by running seminars and meetings that would involve all members of the employees from senior management to junior employees. Literature has identified that employees embrace change even when they are used to norm, when they are involved in the process from the beginning to the end.
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