
 

 

Ramesh Kumar1*, Dr. Rajinder Singh2 

w
w

w
.i
g

n
it

e
d

.i
n

 

499 

 

 Journal of Advances and Scholarly Researches in Allied Education 
Vol. 20, Issue No. 1, January-2023, ISSN 2230-7540 

 

https://doi.org/10.29070/kb3qdq80 

Evaluating Change Management Frameworks: 

Insights and Implications for the Indian IT 

Sector 

 

Ramesh Kumar1*, Dr. Rajinder Singh2 

1 Research Scholar, Department of Management, Arunodaya University,Arunachal Pradesh, India 

Email: abc44729@gmail.com 

2 Supervisor, Department of Management, Arunodaya University,Arunachal Pradesh, India 

Abstract - The review consolidates existing research on change management frameworks and their 

relevance to the Indian IT industry. It critically examines the challenges and best practices associated 

with change management, highlighting the role of leadership, technology, and culture in driving 

organizational transformation. The article provides actionable recommendations for practitioners and 

future research directions. 
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INTRODUCTION  

The Indian IT industry operates in a highly dynamic 

environment characterized by rapid technological 

advancements and evolving market demands. This 

article reviews theoretical and practical frameworks for 

change management and their applicability to this 

unique industry context. By examining existing 

literature and case studies, we aim to provide 

actionable insights into managing organizational 

change effectively in the Indian IT sector 

ICT INDUSTRY: 

India supplies over 67% of the United States' IT 

needs, making it the largest IT sourcing gateway in the 

world. From its humble origins in exporting during the 

last decade, India's information technology industry 

has grown substantially, attracting valuable foreign 

currency, increasing the share values of Indian stocks 

to stratospheric heights, and employing almost 10 

million people. In particular, the industry has pushed 

the country's economy into a new paradigm and into 

the global marketplace. India's competitive advantage 

in the strategic procurement industry is based on its 

slower delivery dates for IT goods compared to the 

US, which is about three to four times slower. 

CHANGE MANAGEMENT AND 
ORGANIZATIONAL LEADER ROLE IN ICT 
INDUSTRY: 

There is constant, and at times, unwelcome, change. 

Every company in the world is being impacted by a 

transformation. Organisational transformation is an 

ongoing process, not an event that will occur 

suddenly. The author makes an effort to 

comprehend the ICT services industry's handling of 

advancements in this piece. A short tenure among 

ICT service professionals is associated with reasons 

such as transfer, family causes, salary, and better 

career prospects. During times of transition, 

resistance to change is common. Key causes for 

reluctance to change include new thinking, more 

work, and letdown anxiety. Involving workers in the 

transformation process might hasten its decline. 

Employees are more likely to actively engage in 

positive change initiatives when they are aware that 

their organisation is undergoing transformation. Our 

current digital age is fraught with instability, 

complexity, ambiguity, and uncertainty. The new 

normal is change. In progressive companies, ICT is 

now considered to be the change department's 

defining characteristic. Implementing an information 
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and communication technology (ICT) change requires 

the following procedures.  

Evaluation and assessment techniques: A dramatic 

shift in the general degree of business sophistication is 

one of the primary goals of digitalisation. Therefore, 

chief information officers should evaluate and 

contemplate IT management. If they want their IT 

departments to reach a high degree of corporate 

maturity, chief information officers must assess their 

departments' general manageability, innovative 

capacities, and skill gaps.  

Proficient and Powerful Methods of Listening: We 

are living in the internet age, and it is our period. This 

necessitates being receptive to their feedback, 

including them in the process of transition and system 

introduction, and learning to empathise with their 

situation. Executives should pay special attention to 

this. Plus, there are a lot of opportunities to say things 

and a lot of room to do them when you have power. It 

is crucial to listen and engage in order to resolve 

conflicts, encourage new perspectives in a positive 

way, and build reliable business connections that may 

smooth out company processes and aid in the 

transition's success.  

Innovation techniques for groups: Management places 

an emphasis on conformance with the outcomes, and 

employees often refrain from expressing their ideas 

freely since so many modern businesses are process-

and control-driven. However, it is essential for creating 

a work environment where employees can think 

creatively, share their ideas, communicate with others 

(both within and outside the company), and get teams 

off to a good start so that they may make more 

progress and be more creative overall. To create 

integrated company transformation abilities, change 

leaders should foster an open character inside the 

organisation, eliminate unnecessary rigidity in the 

market structure, and eliminate multilayer corporate 

silos, such as silo mentality, silo information, and silo 

processes.  

Enablement techniques that are complex: Learning 

the proper method is all that is required for a smooth 

transition. You might get the polar opposite of what 

you want when you try to fulfil that obligation. Due to 

rigid management methods, antiquated systems, 

command-and-control management paradigms, etc., 

most long-standing businesses have a hard time 

adjusting to new circumstances. It is critical for 

transformation management to adopt coaching or 

mentoring approaches in order to revitalise the culture 

of transformation. Additionally, innovative facilitation 

strategies should be introduced to build high-

performance and creative teams. Lastly, the company 

should create internal and external values by 

facilitating and enhancing movement. The processing 

and creation of change inside an organisation as a 

continual market capacity takes time and years.  

Methods for coordinating and networking across 

functional areas: Traditional information and 

communication technology (ICT) companies have 

operated with a central hub, taking orders, and 

providing assistance. When it comes to the business 

side of things, many chief information officers (CIOs) 

are either too technical or too pragmatic. 

Disagreements arise when employees feel that their 

employer is not adaptable or flexible enough. But as 

they network, work together, and change, more 

opportunities for innovation and advancement to 

benefit businesses will arise. Leaders should organise 

their teams to work together, eliminating silos, in order 

to achieve more important common goals or 

methods than any one person or department could 

achieve on their own.  

Strategies using "Feedback-Feedforward": No 

matter whether it's for growth or inspiration, feedback 

is constantly looking forward to how things may be 

better in the future. Feedback is not limited and 

stagnant, but rather vast and flowing. To improve the 

company's future, it needs to be receptive to 

recommendations. Instead of dwelling on the past, 

feedback should focus on the present so that you 

may adjust accordingly. As near to real-time as 

feasible, feedback will be constant. Both responding 

and feed-forward benefit from feedback, which in 

turn increases shift efficiency. Last but not least, 

reviews will also be accurate, detailed, and tangible. 

The issue of the misguided may be solved by this. 

Therefore, feedback-feedforward actions are 

essential for making the transition more efficient and 

for getting good results in the market.  

Successful businesses have figured out what 

changes are necessary and how to decide whether 

to change by methodically addressing transitions in a 

systematic way. A lot of planning went into this. 

There must be more than just another task to do. 

Successful implementation of a Change 

Management system requires its incorporation into 

the organization's approach, methodology, and 

practice. Flexibility and change management are 

enhanced by an adaptable organisational structure, 

an iterative learning-transition mechanism, and a 

refined change management system with consistent 

phases, decision-making criteria, output levels, and 

measurement choices.  

Raising the effect of the shift to the corporate 

level: A new system is being developed. From policy 
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to execution, and from assessment to progress 

appraisal, a "Change Manager" in IT may coordinate 

the processes, assets, goods, and services that 

businesses use to influence the market. As an agent of 

change, the chief information officer (CIO) must pay 

attention to its job while simultaneously influencing the 

market and the whole organisation. Bringing about 

change and managing improvement to achieve the 

expected market results requires strategic planning, 

techniques, and procedures.  

The 'Everybody as a Stakeholder' Policy 

Framework: Organisations in the digital realm are 

more decentralised and networked. This needs to 

enter the "each person as a stakeholder" process flow 

zone, where all positions are open and responsible. 

One of the biggest problems in making something 

work or making progress is when there isn't enough 

openness. There will be less room for blame in digital 

companies because of their emphasis on open 

communication, collaboration, empathy, and cross-

functional connectedness. With an ownership 

mentality and a contemporary leadership style, rising 

leaders can take charge of their organisations, inspire 

others, and speed up change. Establishing digital 

standards, encouraging self-management, instituting 

accountability, and adapting to changes in strategy 

and business conditions provide a challenge.  

"Be a digital leader" by example: Executives in 

charge of information technology will be able to see 

not just the intended destination of an organisation, but 

also the path it plans to take to reach that destination, 

as well as any opportunities that could be lost because 

of limitations in spotting new technological advances, 

processing data, or raising awareness. 'Walking the 

Virtual Conversation' is an organised business tour. In 

the future, information and communication technology 

(ICT) will not just be about algorithms and statistics; it 

may also be a powerful motivator, a means of 

advancing society, and a bridge across different 

sectors via collaborative platforms that are both 

practical and cross-industry.  

Keep delivering new and improved results: 

Improvements and changes, both little and large, are 

happening all the time; change management is an 

ongoing effort. In order for members to be confidence 

that the quality of assistance they get may continue to 

rise with the same or lower commitment, improvement 

requires resources, planning, and processes. 

Organisations need to be more adaptable in updating 

technology and reliably delivering progress impacts if 

they want to keep up with the ever-increasing rate of 

change and keep the transition cycle smooth. As long 

as it achieves its long-term goal, any reform plan 

should prioritise addressing the significant 

consequences of transition by strengthening, growing, 

and modifying as needed.  

Strategies for evaluating outcomes: A lot of people 

make up the businesses. As a result of these mental 

shifts, the business is seeing a marked improvement. 

A leader's desire to see an organisation change 

requires the ability to articulate the "why" and "what" of 

the desired changes. It seems to reason that 

the'modern' modes of understanding and 

implementing the benefits of the shift will depend on 

how well their people are used, applied, and 

implemented. But watch out for the traps. This 

transition may be better understood with the support 

of differentiated success evaluations and 

compensation plans; yet, these tools remain an 

essential part of any enterprise's operations until 

they become useless and even harmful.  

CHANGE EFFECT ON ICT INDUSTRY AND 
EMPLOYEES 

Organisational structure, management, and 

operations will all be profoundly impacted by the 

impact of ICT development. It calls for new ways of 

organising the workplace, which upends things like 

employee employment, enterprise and team 

alignment, task control, and administrative roles. 

Information and communication technology (ICT) 

signals a shift in the organization's structure and 

focus on job design, as well as a shift in strategy and 

the chain of command. Decisions in manufacturing 

or operations, organisational processes, and support 

staff organisations are impacted by computer-

powered information and decision-help methods. 

Significant operational changes are mostly 

attributable to technological advancements in the 

information and communication technology (ICT) 

industry. A flatter organisational structure with fewer 

managerial levels is now necessary due to recent 

technological advancements. With the help of new 

office technology, this opens up more opportunities 

for clerical and operator level employees to practise 

and perfect their skills. As a result, fewer monitoring 

and services are required, and the traditional manner 

of oversight is being revised. Online channels have 

essentially replaced more traditional means of 

communication, allowing for instantaneous data 

transmission and unfettered access to branch offices 

anywhere in the world.  

For instance, thanks to developments in telecoms, 

support staff are no longer required in industrial 

firms. It is possible for one person to be capable of 

more diverse tasks. Both the dynamics of monitoring 
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and the traditional bureaucratic structure of 

responsibilities are changing. More facets of structural 

design may be provided by computer-driven decision-

support and knowledge systems. It has an effect on 

choices like job classification, supervision, and 

employee responsibilities. Companies may now 

identify patterns in customer desire even more 

effectively and with less effort thanks to new digital 

ICT.  

Incorporating information technology (IT) systems has 

helped businesses gain a competitive edge, increase 

operational efficiency, boost connections, cut 

expenses, and broaden their worldwide presence. 

There have been recent shifts in workforce 

management brought about by the advent of ICT, 

which in turn alter market practices and systems 

across the board. This necessitates a realignment of 

the firms' traditionally separate operations. Information 

systems are being integrated across all operational 

divisions with the goal of reducing cycle time. 

Additional mathematical and qualitative flexibility for 

employees, as well as new organisational concepts, 

have been added to the categorised levels. 

THE CHANGE DYNAMICS  

Organisational structure, management, and operations 

will all be profoundly impacted by the impact of ICT 

development. It calls for new ways of organising the 

workplace, which upends things like employee 

employment, enterprise and team alignment, task 

control, and administrative roles. Information and 

communication technology (ICT) signals a shift in the 

organization's structure and focus on job design, as 

well as a shift in strategy and the chain of command. 

Decisions in manufacturing or operations, 

organisational processes, and support staff 

organisations are impacted by computer-powered 

information and decision-help methods. Significant 

operational changes are mostly attributable to 

technological advancements in the information and 

communication technology (ICT) industry. A flatter 

organisational structure with fewer managerial levels is 

now necessary due to recent technological 

advancements. With the help of new office technology, 

this opens up more opportunities for clerical and 

operator level employees to practise and perfect their 

skills. As a result, fewer monitoring and services are 

required, and the traditional manner of oversight is 

being revised. Online channels have essentially 

replaced more traditional means of communication, 

allowing for instantaneous data transmission and 

unfettered access to branch offices anywhere in the 

world.  

For instance, thanks to developments in telecoms, 

support staff are no longer required in industrial firms. 

It is possible for one person to be capable of more 

diverse tasks. Both the dynamics of monitoring and the 

traditional bureaucratic structure of responsibilities are 

changing. More facets of structural design may be 

provided by computer-driven decision-support and 

knowledge systems. It has an effect on choices like job 

classification, supervision, and employee 

responsibilities. Companies may now identify patterns 

in customer desire even more effectively and with less 

effort thanks to new digital ICT.  

Incorporating information technology (IT) systems has 

helped businesses gain a competitive edge, increase 

operational efficiency, boost connections, cut 

expenses, and broaden their worldwide presence. 

There have been recent shifts in workforce 

management brought about by the advent of ICT, 

which in turn alter market practices and systems 

across the board. This necessitates a realignment of 

the firms' traditionally separate operations. 

Information systems are being integrated across all 

operational divisions with the goal of reducing cycle 

time. Additional mathematical and qualitative 

flexibility for employees, as well as new 

organisational concepts, have been added to the 

categorised levels. 

INDIAN BUSINESS SCENE AND THE DYNAMICS 

OF CHANGE MANAGEMENT 

As a trade power, India has long been considered 

among the top in the world. Ohtaki and Bucknall 

(2005) state that when the British came to India 250 

years ago, the nation controlled 27% of world 

commerce. Its position, however, could not be 

sustained over time. This was the result, among 

other things, of a program of heavy-handed 

governmental regulation of the economy via 

planning, bureaucratisation, regulations, and 

licensing. By 2004, India's exports had dropped to 

0.62 percent of the world's total.  

In July 1991, the country's new economic strategy 

shifted to the liberalisation model, and the control-

economy framework started to crumble (NEP). India 

followed the rest of the globe, including China, in 

adopting this approach. The new strategy surprised 

most long-standing players in the Indian corporate 

community, particularly those who had reaped 

benefits from the previous administration's 

accommodating attitude. Their fortified cities were 

under constant threat from the global market and the 

influx of local business whizzes that globalisation 

policies had promised. They formed the Bombay 

Club, which attempted (but failed) to level the playing 
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field for multinational corporations (MNCs) and foreign 

rivals.  

SOME BASIC APPROACHES TO MANAGING CHANGE 

It is unusual for a company going through change 

dynamics to have a clear destination in mind or a 

strategy for getting there, even while there is a lot of 

material on change management and changemasters 

have been successful (Kanter et al., 1992). Numerous 

juggling feats are required for change management. 

Finding a happy medium involves a lot of different 

things, such balancing short-term and long-term 

objectives, concentrating on contents and processes, 

and working as a team. No matter how charming a 

person is, it takes more than one person to make a 

difference. In order to explain the intricacies of the 

transition, it is required to assemble teams and groups 

of individuals. We all know that change is never easy, 

no matter where it's introduced. Both internal and 

external forces will be present in every organization's 

transformation efforts. The power of the many actors in 

the change system determines whether a shock 

treatment and/or a healing therapy are necessary 

components of change management. Everyone 

involved in the program's development and 

implementation must bear in mind a handful of 

fundamentals while implementing any change 

endeavour.  

Most initiatives to bring about change focus on obvious 

issues. Too many difficulties might make people feel 

despondent and gloomy. In order to look on the bright 

side of things instead of dwelling on the dark side, 

Cooperrider and Whitney (1999) proposed 

appreciative inquiry (AI). When it comes to artificial 

intelligence, the emphasis is on the ability of visuals 

and words to influence imaginative conversations 

across time. In chapter six of this book, Cooperrider 

and Bright explain AI as a major intervention in 

organisational development. They lay out the steps 

that the organization's key players may take to 

uncover and extract the most value from the resources 

at their disposal via a robust, collaborative, optimistic, 

and future-oriented inquiry.  

CHALLENGES OF CHANGE  

The fast-paced evolution of the global economy has 

presented new difficulties for India. Indian businesses 

should aim for nothing less than world-class status, not 

content to just dominate the Indian market. Even with 

all their progress and success, they will not be able to 

survive in today's globally interconnected world until 

they become household names throughout the globe.  

Indian C-suite executives still lack the self-assurance 

to take on the world's most formidable markets. 

According to Ghoshal et al. (2000), Indians are unable 

to break out of their incrementalist mentality and face 

the proactive urgency that change dynamics demands, 

even if they are aware that a drastic reaction is 

necessary to the problems of the modern day. Most of 

India's remarkable success stories, including 

Sundaram Fasteners, Kalyani Exports, and TVS 

Motors, don't make it into the media.  

Industry heavyweights such as Infosys's NR 

Narainmurthy and HDFC's HT Parekh have been 

concentrating on what "a feeling of purpose inside the 

organisation" (2000: 317) refers to in terms of the 

value the company would provide for its 

stakeholders. They focused on building basic 

organisational processes and creating new 

capabilities from current resources and issues rather 

than formal structure in an organogram. Human 

resource managers was essentially their job 

description. In this way, they are accelerating their 

progress towards conformity with global norms. 

Hindustan Levers, Bajaj Auto, Ranbaxy, Wipro, and 

Hero Honda are among the many other companies 

that have adapted to the new environment, although 

to varying degrees. Companies need to shift their 

top-down strategy focus to make room for new 

possibilities and change's demands. According to 

Mintzberg, "emergent," rather than "rational," 

strategy is prevailing in today's corporate sphere 

(1994). This kind of thought advocates bringing 

everyone's goals and aspirations down to their own 

level, rather than praising the strategy and system 

theory.  

CHANGE MANAGEMENT FRAMEWORKS  

This section explores key change management 

frameworks widely used across industries: 

 Kotter’s 8-Step Process: Focuses on 
creating a sense of urgency, forming 
powerful coalitions, and sustaining change 
through leadership. 

 ADKAR Model: Highlights individual 
transitions through Awareness, Desire, 
Knowledge, Ability, and Reinforcement. 

 Lewin’s Change Model: Simplifies change 
into three stages—Unfreeze, Change, and 
Refreeze—providing a foundational 
understanding of the change process. 

 Agile Change Management: Offers 
flexibility and iterative approaches, 
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especially suited for the fast-paced IT industry. 

RELEVANCE TO THE INDIAN IT INDUSTRY  

The Indian IT sector presents unique challenges and 

opportunities for implementing change management 

frameworks. Key aspects include: 

 Cultural Diversity: Organizations must 
address the varying attitudes and adaptability 
of a multicultural workforce. 

 Technological Disruption: Rapid 
advancements in AI, cloud computing, and 
blockchain demand swift and efficient change 
management practices. 

 Global Client Expectations: Adapting 
change strategies to align with international 
standards and customer expectations. 

CHALLENGES IN CHANGE MANAGEMENT  

While implementing change management, 

organizations in the Indian IT sector face several 

hurdles: 

 Resistance to Change: Employees often fear 
job insecurity, especially when automation and 
technological changes are introduced. 

 Leadership Gaps: Ineffective leadership can 
hinder the successful execution of change 
initiatives. 

 Communication Barriers: Miscommunication 
or lack of transparency can lead to confusion 
and resistance among employees. 

 Training Deficiencies: Inadequate upskilling 
and knowledge transfer programs can slow 
down the adoption of new processes and 
technologies. 

BEST PRACTICES  

Based on the evaluation of frameworks and case 

studies, the following best practices are 

recommended: 

 Leadership Commitment: Strong leadership 
is essential for driving change and motivating 
teams. 

 Inclusive Culture: Encouraging employee 
participation and feedback helps in minimizing 
resistance. 

 Digital Tools: Leveraging project 
management and communication tools to 
streamline change processes. 

 Continuous Learning: Investing in training 
and development programs to ensure 
employees are prepared for change. 

 Regular Monitoring: Periodic evaluation of 
change initiatives to identify areas for 
improvement and make necessary 
adjustments. 

FUTURE DIRECTIONS  

The future of change management in the Indian IT 

sector lies in: 

 AI-Driven Change Management: Utilizing AI 
tools to predict resistance, customize training 
programs, and monitor progress. 

 Hybrid Work Models: Exploring the impact of 
remote and hybrid work environments on 
change management practices. 

 Cross-Industry Comparisons: Learning 
from other sectors to adopt innovative and 
effective change strategies. 

 Sustainability and Resilience: 
Incorporating sustainable practices to 
ensure long-term adaptability and success. 

CONCLUSION  

The Indian IT industry requires a nuanced approach 

to change management that balances structured 

frameworks with adaptability to cultural and 

technological shifts. By adopting best practices and 

leveraging advanced tools, organizations can 

achieve sustainable transformation and maintain 

their competitive edge. 
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