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Abstract

This paper investigates the relationship between change management strategies and staff motivation
level, focusing on how various approaches impact staff more, job satisfaction, and overall output.
Change management strategies closely relate to staff motivation. In other words, highly motivated
employees in terms of job satisfaction and more are less likely to resist change. The current study
adopted a qualitative research method including a single case study comparing change management
strategies in three commercial banks in Jamaica. Data was collected using semi-structured interviews
and observations sent to senior managers and line employees at the selected commercial banks. NVivo
software was used to code and identify common themes and patterns. The findings indicated that the
banks shared similarities and differences regarding the strategies adopted and their influence on staff
motivation. For instance, innovation, mentoring and training programs were common in all the banks.
However, it is important to note that the banks adopt different implementation methods. Overall, the
findings indicate a positive correlation between change management strategies and staff motivation. It
also recommended future studies employing quantitative research designs to provide statistical
evidence on these correlations.

Keywords: Change Management Strategies, Innovation, Staff Motivation, Training and Mentoring
Programs.

Introduction Consequently, banks adopt different change
management strategies that closely corelate
with staff motivational levels [17]. These
approaches influence employee morale, job

Change management in the banking sector
encompasses a systematic and strategic
approach to implement changes effectively

. C . . . satisfaction, and overall output.
while minimising disruption and resistance.

The commercial banking sector in Jamaica is
key to the country’s economic growth by
facilitating economic activities, fostering

The financial and banking systems must create
an environment that permits the adoption of the

systematic and process strategies to

investment, and providing essential services to
management to successfully manage change

[35]. These tactics facilitate continuous individual customers and businesses. The

. . . Jamaican banking sector continues to record
improvement and innovation, full workforce

. . . considerable changes driven by different
involvement in work processes and decision-

making, full customer orientation, and team factors, including evolving customer needs and

leadership and teamwork. In today’s business preferences, globalisation, regulatory reforms,

world, change remains the primary consistent and  financial ~technology  advancements.

factor in this changing world and commercial Commercial banks in Jamaica respond to these

banks pursues the change ftoo [36]. changes by continuously implementing
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different change management strategies,
operations, and organisational structures. These
changes often include digital transformation
projects, process improvements, mergers and
acquisitions, and compliance-driven alterations
[24]. Nonetheless, managing change in the
banking sector is a multifaceted process
encompassing successfully executing strategic
objectives and preserving a motivated and
engaged workforce [24]. Staff members must
feel motivated, supported, and engaged when
implementing change to ensure the bank's
continued success.

Jamaica’s banking industry is dynamic and
highly competitive, where the need for change
is common due to evolving customer demand
technological advancements, and regulatory
shifts. Consequently, there is a pressing concern
about the effective management of change
strategies and their impact on staff motivation.
Irrespective of the dire need for change, it
remains unclear the change management
strategies most commercial banks in Jamaica
can adopt and how they can influence
employees’ motivation and output. This
research problem raises questions about the
adequacy and appropriateness of current
change management approaches within this
context and their potential consequences for
staff motivation, eventually influencing
commercial banks' long-term success and
competitiveness in the region. Thus, this study
analyses the relationship between change
management strategies and staff motivation,
examining how different strategies influence
employee morale, job satisfaction, and overall
performance.

Literature Review

Change management and staff motivation
are integral aspects of organizational dynamics
especially in the context of commercial banks
operating in Jamaica. Change management
initiatives can encompass various endeavours,
from digital transformation projects to mergers
and acquisitions, process reengineering, and

compliance-driven adjustments [16].
Regardless of the nature of the change, how it
is managed can profoundly impact employee
morale, job satisfaction, and overall
performance [34].

On the other hand, Staff motivation is the
driving force behind employee engagement,
commitment, and performance  within
commercial banks. Intrinsic and extrinsic
factors influence staff members' desire to excel
in their roles and contribute to the
organization's success [39]. In the banking
sector, where customer trust, accuracy, and
efficiency are paramount, motivated employees
are pivotal in delivering quality services and
driving the institution's growth. Motivated
employees are more adaptable to change, more
resilient in the face of challenges, and more
likely to embrace new strategies and
technologies [5]. Therefore, understanding the
intricate  relationship  between  change
management strategies and staff motivation is
paramount for commercial banks in Jamaica as
they navigate an ever-evolving financial
landscape.

Many studies outline that different factors
influencing staff motivation in the banking
sector, including leadership style, job security,
compensation, career development
opportunities, and the organizational culture’s
response to change [1] [27] [8]. Thus,
understanding the relationship between change
management strategies and staff motivation is
crucial for commercial banks to sustain their
competitive edge and navigate the ever-
evolving financial landscape [7]. Compensation
and other employment benefits seem to be the
most  significant  factors followed by
organisation culture and working environment,
leadership and management, job satisfaction
and motivation, and work-life balance and
flexibility [27]. These factors underline the
critical role motivating and boosting plays in
staff output in the banking industry.
Compensation and benefits create a robust
relationship between workers and employers,



indicate that the two significantly impact on the
staff output and the effectiveness of an
organization [28]. On the other hand, another
study underlines that every organization
focuses on promoting a robust organizational
culture to improve workforce productivity [9].
Other studies indicate that organizational
culture promotes shared values, including
diversity, innovation, collaboration,
engagement, and commitment, fostering a
positive and supportive culture [26] [29].

Motivation remains a key factor in managing
people  within  organizational interfaces.
Individuals with diverse backgrounds and
varying aims converge within an organization,
making motivation a crucial force to drive a
diverse workforce toward common
organizational objectives [23]. The ability to
motivate employees is fundamental for
effective management in the workplace. This
analysis explores various perspectives on
motivation, emphasizing Maslow's Hierarchy
of Needs and Herzberg's Two-Factor Theory.
Maslow's pyramid model categorizes human
needs from physiological to self-actualization.
It suggests that fulfilling these needs is essential
for motivating employees [23]. Herzberg's
Two-Factor Theory distinguishes between
hygiene factors and motivators, indicating that
addressing job context and content is crucial for
preventing dissatisfaction and enhancing job
satisfaction [31].

Theoretical Framework

Different theories have been employed to
explain staff motivation, including Kurt
Lewin's Three-Stage Model, John Kotter's
Eight-Step Model, the ADKAR Model, the
McKinsey 7-S Framework, Lewin’s Force
Field Analysis, and the Contingency Theory of
Change.

Kurt Lewin's Three-Stage Model: This
theory  emphasises unfreezing existing
behaviours, implementing changes, and
refreezing to solidify the new state, providing a
foundational  understanding of  change

management [19]. In the Jamaican commercial
banking context, the unfreezing stage becomes
crucial for preparing employees for the
impending changes. This may involve creating
awareness about the need for change, building
a sense of urgency, and communicating the
vision for the future [4]. The implementation
stage aligns with the dynamic nature of the
banking sector, where changes may involve
adopting new technologies, restructuring
departments, or revising policies. The
refreezing stage, emphasizing the consolidation
of new practices, resonates with the need for
sustainability and stability in the face of
continuous change [19]. It is important to note
that the theory may oversimplify the
complexities of organizational change,
particularly in the fast-paced and intricate
landscape of commercial banking in Jamaica.

John Kotter's Eight-Step Model: This
model builds on Lewin’s idea but offers a more
detailed and contemporary approach to change
management. It is highly relevant in the
Jamaican commercial banking sector, where
leadership dynamics are crucial. Its first three
steps involve creating a sense of urgency,
building a guiding coalition, and forming a
strategic vision and initiatives [32], which
closely align organisation and staff with the
impending changes. The next three steps enlist
a volunteer army, enabling action by removing
barriers and generating short-term wins, which
foster employee engagement, participation, and
motivation [32]. The final two steps involve
consolidating gains and anchoring new
approaches in the culture. These align with the
long-term perspective needed in the banking
sector, where changes should be implemented
and embedded into the organizational culture
for sustained success [14].

Prosci's ADKAR Model: Prosci developed
this model to explain individual change by
addressing awareness, desire, knowledge,
ability, and reinforcement [21]. In the Jamaican
commercial banking sector, where the human
element is integral to operations, understanding



how individual employees experience and
adapt to change becomes crucial. The ADKAR
Model has gained popularity for its human-
centric approach to change management.
Organizations appreciate its emphasis on
individual readiness and addressing personal
concerns during change. However, some
scholars argue that the model may oversimplify
the complex interplay of factors influencing
individual change reactions [6].

The McKinsey 7-S Framework: This model
identifies seven interconnected elements that
organizations must align for successful change
to become relevant in Jamaican commercial
banking. The seven elements - strategy,
structure, systems, shared values, skills, style,
and staff - provide a holistic view of the
organization [37]. In the banking sector, where
the alignment of various elements is crucial for
seamless operations, this model can guide
change initiatives. Aligning strategy with
changes in structure, systems, and shared values
ensures a cohesive approach [10]. The skills,
style elements, capabilities, and leadership
approach needed during transitions are
considered. Finally, staff alignment ensures that
employees are adequately skilled, motivated,
and engaged in the change process.

Lewin's Force Field Analysis: This model is
a diagnostic tool that assesses the driving and
restraining forces influencing organizational
change [13]. This tool can be instrumental in the
Jamaican banking sector, where understanding
the forces impacting staff motivation is crucial.
Commercial banks can algin their change
strategies with driving forces for change by
identifying and analysing these forces to
motivate workers and mitigate resistance. For
instance, if a new technology implementation is
met with resistance due to concerns about job
security, the bank can develop strategies to
address these concerns and foster motivation
among the staff [4].

Contingency Theory of Change: This
theory the uniqueness of organizations and the
need for flexible strategies [3]. This theory

becomes relevant in the Jamaican commercial
banking sector, characterized by diverse
organizational  cultures and  structures.
Contingency theory posits that the effectiveness
of change strategies depends on the specific
context, and there is no one-size-fits-all
approach [3]. For instance, a change strategy
that works well in one bank may not be suitable
for another due to differences in organizational
culture, leadership styles, or external factors.
This adaptability is crucial in Jamaican
banking, where each bank may face unique
challenges and opportunities [18].

Methodology

The current study employed a qualitative
research design the examine the corelation
between change management strategies and
employee motivation in Jamaica’s commercial
banks. Specifically, the qualitative research
method utilised included a single case study
design exploring three commercial banks in
Jamaica. Qualitative research is intrinsically or
characteristically exploratory, making it ideal
for investigating less understood topics [25].
The correlation between change management
strategies and staff motivation is multifaceted;
thus, a qualitative inquired offered distinct
advantages for probing such intricacies [38]
[15][12].

The study  utilized
interviews and observations for data collection.
The single case study encompassed
investigating three distinct commercial banks,
which allowed for cross-case analysis,
facilitating the identification of themes,
patterns, similarities, and differences across the
three banks [33]. The study population included
managers and employees from the three

semi-structured

commercial banks, including senior managers
and line employees. The study employed a
purposive sampling technique to ensure the
participants possessed relevant knowledge and
experience to provide the most relevant
information [30]. Lastly, a study by Kuckartz
guided qualitative data analysis through



thematic analysis [22]. This approach employed
coding techniques to capture key themes
derived from pre-defined themes. The NVivo
software facilitated the systematic organization
and management of the coding process during
data analysis.

Results and Discussion

This study analysed the relationship between
change management strategies and staff
motivation, investigating the influence of
different strategies on employee morale, job
satisfaction, and overall productivity. The
summarised findings in table indicate that the
three commercial banks share some similarities
and differences in terms of change management
strategies they implement to promote staff
motivation. Consequently, this underlines the
change

complexity and diversity of

management within the Jamaican banking

sector. The shared change management

strategies  include  mainly  transparent
communication and innovation. However, they
implement these initiatives differently. For
instance, Bank A prefers a centralised decision-
making process, whereas Bank C adopts a
decentralised one. All banks also prioritise
creating an innovative culture, with Bank A
mainly focusing on minimising disruption and
maintaining operational efficiency, Bank B
concentrating on fostering a culture of
innovation and agility, while Bank C promotes
a culture of innovation and adaptation. By
analysing these similarities and differences,
organizations can gain valuable insights into the
unique challenges and opportunities associated
with managing organizational change and tailor
their strategies accordingly to drive sustainable

growth and success.

Table 1. Key Findings Between the Three Banks

maintaining operational
efficiency.

c. Training programs,
transparent communication,
and change readiness
assessment.

d. Top-down communication.

e. Centralized decision-

making.

innovation, collaboration,
and experimentation, such as
cross-functional teams,
innovation labs, and reward
systems.

c. Facilitative approach,
encouraging open dialogue,
collaboration, and
experimentation to drive
innovation and change

Aspect Bank A Bank B Bank C

Change a. Planning and structured a. Culture of innovation and | a. Culture of innovation and
Management | processes. agility. adaptability.

Strategies b. Minimised disruption and b. Fostering a culture of b. Participatory approaches

and bottom-up feedback
mechanisms, such as
employee-led innovation
projects, continuous
improvement forums, and
decentralized decision-
making structures.

c. Empowering employees,
fostering a sense of
ownership and
accountability, and creating

a supportive environment.

Data Source: [11] All banks emphasized

clear and transparent = communication
throughout the change process, which aligns
with theories underlining communication’s
central role in change management. Previous

studies underscore that open communication

enhance motivation and engagement on top of
mitigating resistance to change by addressing
uncertainties and concerns upfront [4]. The
respondents also outlined the importance of
active workforce engagement in the change
process. Existing have also emphasized that



organizations should empower employees to
participate in decision-making processes
provide feedback and contribute to co-creating
solutions resonates with theories like Kotter's
Eight-Step Model, which emphasizes enlisting
a volunteer army and removing barriers to
enable action [14] [32].

All banks prioritize support and resources for
employees, which reflects Prosci's ADKAR
Model. This model underscores the importance
of continuous support, recognition, and
incentives to solidify changes and maintain
high levels of staff motivation [20] [18]. A
similar study proposed investing in training
programs mentorship opportunities, and access
to necessary resources demonstrates a
commitment to fostering a supportive
environment conducive to change adaptation
[2]. Another shared strategy includes aligning
change initiatives with organizational goals.
This mirrors the principles of the McKinsey 7-
S Framework, emphasizing the importance of
aligning strategy with other elements, such as
structure, systems, and shared values [10].

As earlier noted, the banks also have
differences in terms of the change management
strategies implementations. For example, Bank
A adopts a structured approach, Bank B focuses
on proactive change management, while Bank
C embraces change as a strategic change as a
strategic imperative driven by its vision and
strategic goals. These differences align with the
Contingency Theory of Change, which
recognizes the need for flexible strategies
tailored to specific organizational contexts [3].

Overall, the impact of change management
practices on employees at Bank A, B, and C is
multifaceted and influenced by factors such as
communication, employee  involvement,
support mechanisms, and leadership alignment.
By integrating insights from relevant literature,
we understand how these practices shape
employee motivation, engagement, and
performance within organizational change.
Moving forward, banks can leverage these
insights to design and implement change

management strategies that effectively engage
and empower their employees, driving
organizational success in a dynamic and
competitive environment.

Conclusion

This study aimed to analyze the correlation
between change management strategies and
staff motivation, investigating the influence of
different strategies on employee morale, job
satisfaction, and overall productivity. Through
a qualitative analysis using semi-structured
interviews and observation of three commercial
banks in Jamaica, the findings identified the
strategies
implemented and how their influence staff

most change management
motivation. The most common approaches
included open and clear communication,
training and mentoring programs, career growth
opportunities, rewards and incentives,
innovation, support and resources for
workforce, and employee involvement in
decision-making processes. The findings
outlined that influence of the strategies on
workforce morale, job satisfaction, and overall
performance.

These findings highlight the complex
relationships between change management
strategies and staff motivation. Besides, they
add to current body of knowledge can be
applied in making decisions and policies
relating to change management and staff
motivation. While these findings aligned with
past studies’ findings, but also revealed some
research gaps that can shape future directions
for research. For instance, future studies can
adopt quantitative research to identify any
statically significant correlations between the
variables, such as how career growth
opportunities influence staff motivation and
acceptance to change.
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