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Abstract 

Change management play a vital role in improving performance of institutions. The church as one 

such institution charged with maintaining the moral standards of the society, may be becoming 

unpopular, especially among the youth who are the future generation to ensure its continuity. This 

was mainly because some churches might have not broken away from outdated thinking to 

embrace modernity and inevitable changes in this fast developing society. Dismal performance of 

the church in change management had not been adequately investigated and well understood hence 

hindering consistent improvement in performance of the church as an institution. To this end, the 

general objective of this study was to examine change management as a performance improvement 

tool in churches guided by specific objectives: to determine the effect of organizational culture, to 

assess the impact of the change leadership strategy and to establish the how change management 

strategy influence performance of the churches. The study adopted the most dominant Lewin 

Schein and Kotter’s theories/models that gave the guiding framework and covered the cross-

section survey area of the Anglican Church of Kenya and African Inland Church. The study 

location was the churches respective Headquarters in Nairobi since the management of these 

churches was mainly organized and coordinated from the headquarters then the management 

decisions thereof disseminated to the branches countrywide. Questionnaires were used to collect 

data and test-retest method to ensure reliability of the questionnaires. The results were then be 

subjected to data coding, analyzed by use of descriptive statistics and regression analysis with the 

aid of SPSS and presented by use of frequencies, tables, percentages, means and standard 

deviations. Content analysis was used to analyze data that was qualitative in nature. This study 

illustrated like in the preliminary studies mentioned therein, that apart from for-profit 

organizations, non-profit organizations like the institutions of learning and churches use change 

management as a strategic management tool to enhance performance and good management. The 

findings of the study were that the institutional leadership, organizational culture and effective 

communication played very significant roles in enhancing the performance of the Anglican Church 

of Kenya and African Inland Church. The management of these churches needed to enhance the 

use of communication strategy and organizational culture as they had greater impact on 

performance of these institutions. 

Key Words: Change Management, Organization Performance, Anglican Church, African Inland 

Churches, Churches in Kenya 

1. BACKGROUND OF THE STUDY 

Change is an effective management tool in moving organizations from the current state to a better 

state. Change management is transition from one state to another with focus of being different in 

a positive way. According to Davis and Holland 2002, change management involves use of 

systematic methods to ensure that an organization changes in a planned direction, conducted in a 
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cost effective manner and completed within the targeted time frame and desired results. David & 

David (2015), indicates that countless non-profit and governmental organizations such as Girl 

scouts, Boy scouts, the Red Cross, educational institutions, medical institutions government 

agencies and churches are using change management process effectively. These non-profit 

organizations outperform private firms and corporation’s innovativeness, motivation, production. 

Compared to for-profit, these non-profit and governmental organizations may be totally dependent 

on outside financing, and hence strategic management provides for them an excellent vehicle for 

developing and justifying requests for the needed financial support. Also in an ever-changing 

global economy and societal expectations, according to Johnson and Scholes (2003) these 

organizations must find ways of operating by developing new competences as the old advantage 

and competences gained are soon eroded owing to environmental changes. According to Rose and 

Lawton (1999), changes in an organization arise from the need for efficiency, effectiveness, 

economy, market concerns and performance evaluation ethics. Therefore, change has become a 

continuous episode in the life of organizations due to rising demand for quality services putting 

pressure on managers and their institutions. 

Change management components, the task, the area of expertise and body of knowledge. Task 

involves changes in a planned managed systematic fashion while area of practice involves 

professional change agents, specialists in the field of change management, consultants and 

facilitators. Body of knowledge involves contents or subject matters, model techniques, tools, 

skills and knowledge, which goes to make the practice. Certain factors affect successful 

management of change in any organization depending on its environment as many preliminary 

studies have indicated are organizational culture, change leadership strategy and communication 

strategy. In this study these three form the specific objectives which are the independent variables 

while performance becomes the dependent variable.  

2. STATEMENT OF THE PROBLEM 

Church is an institution is slowly becoming unpopular, especially among the youth who are its 

future generation to ensure its continuity. In addition, the Christians, who go to church to attend 

the services would naturally desire to get the best from such institutions hence the need for church 

to employ some of the best strategic management practices like change management to achieve 

better performance and rating in the society. Njenga (2016), indicates that competitive 

performance is the main motivation to establish new enterprises where others are already existing, 

church being not an exception. David & David2015), indicates that change management process 

is being used effectively by countless non-profit and governmental organizations such as Girl 

scouts, Boy scouts, the Red Cross, medical institutions, educational institutions and many others. 

These non-profit organizations outperform private firms and corporations in innovativeness, 

motivation, production. In addition, as a non-profit organization, the church may be dependent on 

outside financing, donations and giving from the attending congregants Mellody(2011), and hence 

strategic management that includes in it change management, provides for them an excellent 

vehicle for developing and justifying requests for the financial support. Mellody further observes 

that the church need to fight decline and gain popularity for its future existence by adjusting to the 

inevitable changes in the society and modernity challenges. This is without losing its vision and 

mandate of preaching the gospel to all parts of the world, gives his opinion that reason for decline 

any church is that the church no-longer meets need of his people. 

An institution that is facing decline obviously needs to upgrade itself and improve on its 

deliverables so that it’s presence is felt; it’s relevance is seen so that it grows to occupy it’s socio-
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economic space despite the constant changes in its environment. Performance is indispensable in 

all organizations whether business, profit making or nonprofit making, private or open Johnson, 

(2008). Degree to which an organization’s objectives have been accomplished is a measure of 

performance for that organization. Mazzarol & Rebound(2009)notes that hierarchical performance 

can be measured as accomplishing economic development after some time utilizing such pointers 

as turnover, the quantity of representatives ,size of benefits and value in a critical position sheet 

,piece of overall industry and gainfulness. One potential solution to this problem is employment 

of recommended change management practices to enhance the church performance.  

3. RESEARCH OBJECTIVES 

The general objective was to investigate the influence of change management on the performance 

of the Kenyan churches. 

Specific objectives were:  

i. To determine the effect of organizational culture on the performance of the church. 

ii. To assess the impact of the change leadership strategy on the performance of the church. 

iii. To establish the how change communication strategy influences performance of the 

church. 

4. THEORETICAL FOUNDATIONS  

Change is any planned or unplanned transition from one state to another and is comprised of 

strategic change and operational change. Strategic change is long term in nature affecting entire 

organization while operational change is short term and may affect only parts of an organization, 

both aiming at achieving effectiveness. Burnes (1998) states that there are three schools of thought 

that form the basis of change management theory. To begin with is the individual perspective 

school, which assumes that an individual’s behavior results from his interaction with the 

environment, human actions are conditioned by, expected consequences and behavior rewarded to 

be repeated. According to psychologists, behavior is influenced by external stimuli. Second is the 

dynamics group school, which argues that individual’s behavior is function of group environment 

where he argues that individuals behave in a way that conforms to group pressure, norms, roles 

and values. Third is the open system school whose focus is on the entire organization which is 

composed of different sub-systems namely the goals and the values sub-system, the technical sub-

system, the psychological sub-system and the managerial sub-system Miller (1967). One can 

achieve change by changing the sub-systems as long as he understands the interrelationship that 

exists between them since a change in one system can impact on others. 

4.1 Theories of Change 

Several theories of change exist to guide change in organizations but those whose principles are 

outstandingly used in this study are Kurt-Lewin’s theory of change ,Lewin –Schein’s theory and 

Kotter’s theory. A theory of social change formulated by Kurt Lewin was used as a framework to 

investigate conditions in the successful application of management science. Since a management, 

science project is an attempt to induce organizational change it seemed desirable to investigate the 

effective use of managerial science by using a behavioral theory of change probably one which 

can organize diverse influences into a small set of variables. Lewin (1958) provided three stages 

to bring about change in any system: unfreezing, changing and refreezing. Schein (1987) further 

developed Lewin three-stage model thereby providing an example of a contemporary approach to 
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organizational change in stages of discomfort, introduction of guilt and anxiety and creation of 

psychological safety. 

The steps from this theory include determination of what needs to change that involve surveying 

the organization to understand the current state and understanding why the change is necessary. 

Next is ensuring strong support from upper management that involves stakeholder analysis and 

stakeholder management to identify and win support of key people within the organization and 

frame the issue as one of organization – wide importance. Next is open communication and 

addressing the raised concerns and doubts among the people involved. A three stage model 

developed by Kurt Lewin and Edgar Schein that describes how individuals change; the three Kurt 

(1951) came up with three models of change management; the first being action-research model 

that is based on emphasis that change requires action where successful action is based on analyzing 

the situation, identifying possible alternative solutions and choosing the most appropriate for the 

situation at hand. Majority of organizations are in favor of systematic decision-making process for 

developing and executing change management. The following contribution therefore focuses on 

key priorities in the decisions change management process. Inappropriate set up and executions 

are the two of the major reasons why certain processes are only marginally successful or fail 

completely Kotter (1996).As Kotter (1996) states there is a difference between leading change and 

managing change where the former involves conceiving a clear goal as well as logic to achieve it 

and the latter involves dealing with the actual realization of that logic in a controllable process 

Kotter (1996).In essence organizations must clarify in a straight and systematic way what changes 

would be right for their organization even before the implementation face. Change processes are 

naturally complex but with clear priorities they may be manageable. As organizations ask 

themselves what the right change would be, companies must systematically define what the focal 

points of the change will entail. 

One fact that has puzzled change management scholars and practitioners is  how best to implement 

changes successfully without distracting the organization or distorting the well-intended changes. 

One answer to the puzzle is proposal by many authors revolves around what managers can do to 

ensure success in a change process flow smoothly Senge (1990) and Kotter (1996). This involves 

a management science project translating a problem, for example, controlling inventory into a 

mathematical model of relations among key variables then recommending to the manager a course 

of action based upon an optimal mathematical solution to the equations in the model. By looking 

at change as process with distinct stages, you can prepare yourself for what is coming and make a 

plan to manage the transition – looking before you leap, so to speak. All too often, people go into 

change blindly, causing much unnecessary turmoil and chaos. The approach to changing an 

organization includes the following elements: a problem, a management scientist and manager and 

the organization in which they are embedded made up of subordinates, several layers of superior 

managers and other organizational units interdependent with the manager’s unit. These theories 

are in two categories problem-centered and personality-centered, with the former involving 

accurately defining the problem, using the best analytic techniques and finding an optimal solution 

to the problem Church-man et al (1963).  

McCloskey and Coppinger 1956) with assumption that managers would readily understand, accept 

and implement solutions of the scientists. Contention however arose they were proposing changes 

with insufficient regard for relevance, timeliness, acceptance or implementation (Grayson 

&Shycon 1975). According to Brown and Eisenhardt (1997) there has been recent dialogue 

concerning organizational change with the broad consensus that increasing environmental 
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instability and uncertainty are forcing organizations to change continuously. Change itself is a 

risky and mostly haphazard and improvised process that may sometimes leave organizations in 

situations that may be worse off than before Katzenbach and Smith (1993). There are cases in 

certain countries where reform changes implemented have encountered considerable amounts of 

challenges; Argentine where reforms had disagreements on the benchmarking and inadequate 

funding, in Philippines there were difficulties in customs software development and in Senegal 

there was weak supervision that lacked mechanisms to detect problems. Farias and John (2000) 

further state that only 50 percent of all large-scale interventions are successful. Several authors 

argue that the decision managers are critical to ensuring their organizations/companies stay apace 

and aligned with changing demands Child (1972), Romanelli and  Tushman (1988). 

According to Robin and Coulter (2002), if there was no change and the environment relatively 

static the process of strategic management would appear to be fairly simple and the manager’s job 

fairly simple. Planning would be simplified because tomorrow’s operations would be no different 

from today’s operations. The issues of effective organizational design would also be solved since 

the environment would be free from uncertainty and there would be no need to adapt new changes 

which are sometime costly and quite involving. However, the management decisions discussed 

tends to emphasize the implementation process in line with the intended change. Decisions prior 

to roll out of a  change program especially those related to clarifying the change itself have 

surprisingly received surprising little attention Lengnick – Hall and  Lengnick-Hall 

(1988).Nevertheless ,change is not merely a matter of defining steps ,procedures or systems that 

will ensure its successful implementation process but also embodies taking a firm grasp on seminal 

change ideas, purpose  and intended output in the whole change program, which must then be 

thought through and clarified before the enactment  of the change. 

Another critical factor for the success of a change process is top management credibility Simons 

(1999). At initial stages of introduction of changes, questions such as their sensibility, 

appropriateness or timeliness arise, usually because nobody would want to be part of a failure. 

Bruch and Ghosal (2004a).The general aim of an organizational change is an adaptation to the 

environment or an improvement in performance and this encompasses many situations that should 

be distinguished by applying certain dimensions to establish typologies of change (Boeker, 1997). 

Van de Ven and Poole (1995) also affirms that organizational change is an empirical observation 

in an organizational entity of variations in shape, quality and state overtime after deliberate 

introduction of new ways of thinking, acting and operating. Evolutionary incremental or first order 

changes are described as small changes that alter certain small aspects, looking for an improvement 

in the present situation but maintaining the general working framework (Nadler and Tushman, 

1990). The second order involves radical transformations where an organization totally changes 

its essential framework looking generally for a new competitive advantage, affecting basic 

capabilities of advantage, affecting basic capabilities the organization (Ruiz and Lorenzo, 1999). 

My study focuses mainly on the first order. Change programs and projects have to be sensible from 

the onset of the change idea and it is only possible when contextualized against backdrop of an 

institutions particular past and present Pettigrew (1987). Change processes are only successful if 

tailored according to an institution’s culture, which must be incorporated in deliberations regarding 

the selection of a change program Heracleous (2001). Certain change processes cannot be executed 

in cultures that are more bureaucratic while others are not compatible with team-oriented or 

innovative/dynamic organizations, Bruch and Ghoshal (2004b). Different types of change 

programs are effective with organizations characterized by comfortable inertia than for companies 

with other types of energy, such as change tiredness, high productive energy or designative inertia 
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Bruch and Ghoshal (2003, 2004a). Once a change program’s suitability has been answered, then 

the management decision comes in the implementation phase to ensure success and impact where 

factors such as acceptance, attention, effective change agents as well as momentum and 

sustainability all come in as key pillars Davanport and Beck (2000) and Kotter (1996). Without 

these change process will not be put in motion, will move with great difficulty or have even 

negligible impact Weick (2000). 

4.2 Models in Change Management 

Greiner's Model of Organizational Change. The Growth Phases model of an organization large or 

small by Greiner gives one the different phases through which a growing company will 

go. Initially, the model had only 5 phases. Then there was another version added and it is called 

“extra-organizational solutions” and this is the sixth phase. This framework is most often used to 

understand why and how you should implement different styles of management; also, it looks at 

different organizational structures and different coordination methods used. Through Griener’s 

perception, an organization must pass through the crises for them to be able to grow and develop. 

This model is appealing because of its logic and simplicity. The Burke-Litwin causal model of 

organizational performance and change consists of 12 parts in which all are interconnected.  The 

model is one tool that can be used as a change management initiative.  From a visual standpoint, 

the model is exhibited in a hierarchical diagram to depict the top four parts 

as transformational change drivers, while the next six parts are primarily for transactional change. 

The twelve parts are external environment, leadership, mission and strategy, organizational 

structure, management practices, structures, work unit climate, task and individual skills, 

motivation, individual needs and values, individual and organizational performance. Given the 

model is broken down into several complex parts or variables as both transformational and 

transactional, the model is able to reflect on the effects of change at each part, as well as bringing 

to light if one part is broken.  Then in that instance, that part must be fixed into order to solve the 

problem as a whole (Sears A & Jacko J.A 2007). 

The Kaizen change model was originally introduced in Japan after the end of World War II. It is a 

model fashioned on constant improvement; a model that any organization is likely to benefit from. 

The reason this model is successful is because it is always occurring and involves every employee 

from every aspect of a firm. Employees are constantly encouraged to make suggestions for 

improvements, making every employee valued and important. The steps of the Kaizen model are 

similar to other models, with the one main difference being the focus on small incremental 

changes. The steps of Kaizen model are the following and similar to other models except its focus 

on small incremental changes: problem definition, current state documentation, visualizing the 

ideal situation, definition of measurement targets, brainstorming solutions to the problem, 

developing Kaizen plan, implementing plan, measurement and comparison of results to targets, 

preparation of summary documents, creating short-term action plan action plan,on-going standards 

and sustaining plan. According to this model there are five founding elements namely teamwork, 

personal discipline, improved morale, quality circles and improved suggestions. Dr. John Kotter’s 

8-Step Process for leading change has withstood the test of time and provides a strong tool for 

organizations to implement successful change management efforts (The 8-Step Process for 

Leading Change, 2012) and its steps are as follows: establishing a sense of urgency, creating a 

guiding coalition(form a team of people who have the power, expertise, leadership skills and trust 

of the organization to champion the change),developing a change vision, communication, 
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empowering others to act, celebrating progress, maintaining momentum and incorporating changes 

into culture. 

Lewin Schein Change Management Model. One of the cornerstone models for understanding 

organizational change was developed by Kurt Lewin back in the 1940s, and still holds true today. 

His model is known as Unfreeze – Change – Refreeze, refers to the three-stage process of change 

he describes. Lewin, a physicist as well as social scientist, explained organizational change using 

the analogy of changing the shape of a block of ice. A theory of social change formulated by Kurt 

Lewin was used as a framework to investigate conditions in the successful application of 

management science. Since a management, science project is an attempt to induce organizational 

change it seemed desirable to investigate the effective use of managerial science by using a 

behavioral theory of change probably one which can organize diverse influences into a small set 

of variables. Lewin (1958) provided three stages to bring about change in any system: unfreezing, 

changing and refreezing. Schein (1987) further developed Lewin three-stage model thereby 

providing an example of a contemporary approach to organizational change in stages of 

discomfort, introduction of guilt and anxiety and creation of psychological safety. Lewin Schein 

Change Management Model is a simple and easy-to-understand framework for managing change. 

By recognizing these three distinct stages of change, you can plan to implement the change 

required. You start by creating the motivation to change (unfreeze). You move through the change 

process by promoting effective communications and empowering people to embrace new ways of 

working (change). And the process ends when you return the organization to a sense of stability 

(refreeze), which is so necessary for creating the confidence from which to embark on the next, 

inevitable change.  

The steps from this model include determination of what needs to change that involve surveying 

the organization to understand the current state and understanding why the change is necessary. 

Next is ensuring strong support from upper management that involves stakeholder analysis and 

stakeholder management to identify and win support of key people within the organization and 

frame the issue as one of organization – wide importance. Next is open communication and 

addressing the raised concerns and doubts among the people involved.Lewin-Schein model. A 

three stage model developed by Kurt Lewin and Edgar Schein that describes how individuals 

change; the three Kurt (1951) came up with three models of change management; the first being 

action-research model that is based on emphasis that change requires action where successful 

action is based on analyzing the situation, identifying possible alternative solutions and choosing 

the most appropriate for the situation at hand. An agent gathers data and solves the problem jointly 

with the client Burnes (1998). 

Second is the Three-step model that suggests the steps of unfreezing, moving and refreezing, where 

unfreezing involves removing those forces and keeping organization’s behavior at its present level, 

moving involves taking the action to move the desirable state of affairs and refreezing, seeking to 

stabilize the organization at the new set of equilibrium Burnes (1998). Third is the phase of planned 

change. Lippt et al (1958) developed a seven-phase model while Cummings and Huse (1989) 

developed an eight-phase model in attempt to improve Lewin’s Model. Planned change approach 

has four stages, namely, exploration, planning, action and integration developed by Bullock and 

Batten (1985). Exploration involves becoming aware of the need for change, seeking agents’ aid 

and establishing a contract with the consultant that determines each party’s responsibility. Planning 

phase involves collecting information, establishing change goals, designing appropriate programs 
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to achieve the goals and gathering key decision makers to approve and support the proposed 

changes. 

Action phase involves change implementation and evaluation of results in order to make 

adjustments or refinements as may be necessary. Integration involves reinforcing new behavior 

gradually decreasing reliance on consultants, diffusing certain aspects of change in the 

organization and training managers and employees to monitor the change constantly and seek to 

improve upon them. This model according to its authors has a broad applicability to change 

situations since it incorporates key aspects of many change models, and it overcomes confusion 

between the process and phase of change. Ansoff (1988) recommends four approaches to 

managing discontinuous change, which are the coercive method, the adaptive methods, the crisis 

method and the managed resistance method. Adaptive slow and applicable where is there is low 

urgency and has an advantage of low resistance. Crisis management comes in when there is threat 

for survival, has advantage low resistance but extreme risk of failure and time pressure. Managed 

resistance is applicable under conditions of moderate urgency. Dawson (1994) and Wilson (1992) 

challenged planned change approaches due to dynamism and uncertainty in environment. Dawson 

adopted a procession approach that identifies the substance of change such as technology or legal 

requirements. The need for change is conceptualized and determination of new tasks, activities 

and decisions achieved in the contextual framework of politics of change, human resources, 

administrative, business markets and the operations of new organization arrangements. 

5. CONCEPTUAL FRAMEWORK 

Mugenda (2003) defines a conceptual framework is a concise description of the phenomenon under 

study represented by graphical depiction of the major variables of the study. There exists in the 

literature a number of change models to guide and instruct change management in organizations, 

two of the most well-known being Kotter's strategic eight-step model for transforming 

organizations, and Lewin-Schein three models of managing change. This paper introduces a 

framework that not only draws from these two theoretical models, though to a greater extent, 

Lewin Schein model but is also grounded in the reality of the change process at the AIC and ACK 

churches in the scope. The purpose of the paper is to provide guidance to the practitioner leading 

an organizational change process. This guidance is grounded in both theory and practice. This 

framework is made up of schematic diagram of the independent variables, supposed to cause 

changes in the phenomenon, which are organizational culture, change leadership strategy and 

change communication strategy. On the other hand, dependent variable which is the outcome 

brought about by change in the independent variables, is the performance of the church. 

Measurable indicators of a performing competitive church are increase in membership, retention 

of old church members and increase in giving/offertory. 
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Change Leadership Strategy 
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leaders 

 

 

 

 

 

 

 

 

Figure1: Conceptual Framework 

6. RESEARCH METHODOLOGY 

The study being more quantitative than qualitative, it employed descriptive survey research design 

which usually has pre-planned and structured multiple choice questions that  a  respondent must 

choose from, so the information collected can be statistically inferred on a population to better 

define an opinion, attitude, or behavior held by a group of people on a given subject. This ensured 

the researcher measured the significance of her results on the overall population under study, as 

well as the changes of her respondent’s opinions, attitudes, and behaviors over time. The target 

population consisted of two churches, ACK and AIC comprising of bishops, deans of provinces, 

administration secretaries, bishops of dioceses, heads of departments and the headquarter 

employees who would be in positions to give the required data for the study. The target population 

from ACK comprises of forty six bishops, one provincial secretary, and four heads of departments 

and twenty seven support staff while AIC comprises of twenty one bishops, one administrative 

secretary, a regional chairman and thirty three support staff, total being one hundred and thirty 

four. Since the population of these churches seemed large, the researcher used sampling to get the 

miniature picture, representative or cross-section of the entire group, the church (Young & Schmid, 

1946). 

Simple random sampling technique was seen as the best method for the study as it ensured each 

unit in the population had an equal and independent chance of being included in the sample. 

Structured questionnaires were used as data collection tools since it allowed for contact with 

otherwise inaccessible respondents that are to offer data required for the research hence increase 

response rate due to perceived anonymity as well as allowing for faster data collection. The 

researcher obtained necessary introduction letter from Kenyatta University for purposes of data 

collection from the respondents. The researcher personally administered the questionnaire to the 

Performance of the 

Church 
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giving/offertory 

Change communication strategy 

 Information sharing 

 Targeted and continuous 

communication 

 Participatory decision 

making/team work 
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respondents with research assistants where necessary. The respondents were given 10 days to give 

feedback after which the researcher collected the filled in questionnaires. Oral interviews were 

used in addition by the researcher to get further clarifications from the respondents where need 

arose. After all data had been collected, the researcher conducted some data cleaning, coding and 

entry of the results into the computer for analysis. The results were analyzed by use of descriptive 

and inferential statistics with the aid of SPSS. The choice of descriptive design was influenced by 

the fact that it enabled the researcher to present the data in a more meaningful way that allows 

simpler interpretation of the data. Descriptive statistics is the term given to the analysis of data that 

helps describe, show or summarize data in a meaningful way such that, for example, patterns might 

emerge from the data. 

7. DATA ANALYSIS RESULTS 

The study obtained a correlation coefficient (R) of 0.569, coefficient of determination (R2) is 0.324 

adjusted. Coefficient of determination is 0. 298. Standard error of the estimate 0.41908. 

Table 1: Model Summaryb 

Model R R Square Adjusted R 

Square 

Std. Error of 

the Estimate 

Change Statistics 

R Square 

Change 

 Sig F. Change 

 

1 .569a .324 .298 .41908 .324 .000 

a. Predictors: (Constant), change Leadership, Change Communication Strategy, Culture 

b. Dependent Variable: Performance. 

Table 4.2: Coefficients 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 

(Constant) 1.163 .452  2.573 .012 

Comm Strategy .415 .085 .460 4.904 .000 

Culture .242 .075 .311 3.216 .002 

Leadership .025 .081 .029 .303 .762 
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Table 4.3: Coefficients 

Model Correlations Collinearity Statistics 

Zero-order Partial Part Tolerance VIF 

1 

(Constant)      

Communication .471 .488 .459 .996 1.004 

Culture .336 .344 .301 .938 1.066 

Leadership .087 .035 .028 .938 1.066 

a. Dependent Variable: Performance 

From the analysis above the relationship between the dependent and independent variables can be 

summarized as below: y= 0.415x1+ 0.242x2 +0.025x3+1.163 Where y represents performance, 

x1represents change communication strategy, x2represents organizational culture, x3 represents 

change leadership strategy as substituted: Performance = 0.415 change communication strategy + 

0.242 organizational culture + 0.025 change leadership strategy + 1.163. From the relationship 

above, it was deduced that, forty-one and a half percent of church’s Performance was influenced 

by the change communication strategy used, twenty four percent by the organizational culture and 

two and a half percent by the leadership strategies applied. 

From the model summary above the study suggests that the goodness of fit ratio was 0.569, the 

regression line approximating the real data points at a ratio of 0. 324.After penalizing the extra 

variables (Adjusted R) the regression line approximates the real data points at a ratio of 0.298.This 

implies the predictor or independent variables constructed from the modeled values is statistically 

are good estimators of performance of the church. From the findings and analysis of the results, 

the researcher was able to establish that independent variables, change communication strategy, 

organizational culture and change leadership strategy had significant effects on performance of the 

church. Change communication strategy affected performance of the church by about forty-one 

percent, organizational culture by twenty four percent and change leadership strategy by two 

percent. Results from the regression analysis indicated that organizational culture had more 

significant influence on the performance of the organization than leadership strategy, though less 

influence than change communication strategy.  

Change communication strategy had the largest influence on performance of the church. This 

probably was because of the fact that more of the respondents were proficient in the two common 

languages in use hence there was almost no communication barrier. In addition, the fact that 

majority of the respondents that formed part of the management had attained the education levels 

of tertiary and above made the effective communication more feasible and better change managers. 

Njenga (2016), also concur in her study that change communication strategy had a significant 

influence on performance of the non-profit institution. Organizational culture had the second level 

of influence on performance of the church according to the results. From the table below, it was 

observed that majority of the respondents were in the age group between thirty to forty years while 

those above forty years were fewer. This indicated there was retirement of aged persons to give 

way to younger persons to new perform tasks. It was also observed from the results that more than 
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seventy-five percent of the employees had skills and trainings from college level to university, 

which indicated that the organization trained and empowered their employees to enable them, 

handle new challenging tasks that come out of their daily work routine. Agili & Akibo (2015), in 

their study found out that personal attitude, beliefs and organizational vision and mission had a lot 

of bearing on the behavior of majority of the public university employees and their performance 

thereof  which is not far from the findings of this study where the church employees also felt the 

organizational mission, employee empowerment and beliefs had influence on their performance. 

Change leadership strategy had the lowest influence on the performance of the organization this 

being the independent variable with the lowest influence on performance of the church of the three 

independent variables. This probably was because the most prevalent leadership style according 

to the findings was, autocratic, which usually does not give the chance for more manager-employee 

involvement and interaction for better results, instead, it is usually more authoritative and in most 

cases not preferable for continuous change management in an organization since the employees 

need to move together with the management during the change process. Agili & Akibo (2015) 

reiterate that the democratic leadership would be a more preferred leadership style as it allows 

more interaction between the institution management and employees for better results and 

performance in general. 

8. CONCLUSIONS 

This study illustrated that apart from for-profit organizations, non-profit organizations like the 

institutions of learning and churches used change management as a strategic management tool to 

enhance performance and good management. In addition, the institutional leadership, 

organizational culture and effective communication played very significant roles in determining 

the change management and competitive performance of modern organizations including non- 

profit organizations like churches. Finally, it is very orderly and necessary to get employees and 

management team academically and intellectually empowered to understand and embrace change 

in an organization to enhance performance. This was seen from the fact high levels of giving and 

attendance (turn over) were registered during periods when positive changes were rolled, for 

example change of leadership and teachings. 

9. RECOMMENDATIONS 

Enhance effective communication and feedback system between the staff and management team, 

monitoring and evaluation of the change agenda to boost performance in these institutions. These 

institutions should adopt modern management practices and promote those that enhance better 

change management for effectiveness and efficiency. Employees should be more empowered in 

skills and training to enhance performance of their tasks. The institution should erase old cultures 

of having fewer women than men in the management, as this would hinder development of a more 

balanced, diversified and richer knowledge that is often experienced when affirmative action needs 

to be applied to balance the gender in an organization. The institution should encourage its top 

management to embrace more of modern leadership styles like democratic style that allows more 

interaction between the management team and employees and in the process boosting change 

acceptance and performance. Autocratic is more authoritative and should be applied less as it is 

often not preferable for continuous change management in an organization since the employees 

need to move together with the management during the change. 
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