Taylor & Francis
C'.‘.'gent Tdyk%{&fmnﬂ\(.roup

business .
LEbe LUl Cogent Business & Management

Rz ISSN: (Print) (Online) Journal homepage: www.tandfonline.com/journals/oabm20

Change management and organizational performance:
current key trends

Maha Mahamoud Hasan, Sofia Aparisi-Torrijo & Fernando Gonzalez-Ladrén-
de-Guevara

To cite this article: Maha Mahamoud Hasan, Sofia Aparisi-Torrijo & Fernando Gonzalez-
Ladrén-de-Guevara (2025) Change management and organizational performance: current key
trends, Cogent Business & Management, 12:1, 2478447, DOI: 10.1080/23311975.2025.2478447

To link to this article: https://doi.org/10.1080/23311975.2025.2478447

© 2025 The Author(s). Published by Informa
UK Limited, trading as Taylor & Francis
Group.

ﬁ Published online: 05 Apr 2025.

N
[:J/ Submit your article to this journal &

||I| Article views: 419

A
& View related articles &'

@ View Crossmark data &'

CrossMark

Full Terms & Conditions of access and use can be found at
https://www.tandfonline.com/action/journallnformation?journalCode=oabm?20


https://www.tandfonline.com/journals/oabm20?src=pdf
https://www.tandfonline.com/action/showCitFormats?doi=10.1080/23311975.2025.2478447
https://doi.org/10.1080/23311975.2025.2478447
https://www.tandfonline.com/action/authorSubmission?journalCode=oabm20&show=instructions&src=pdf
https://www.tandfonline.com/action/authorSubmission?journalCode=oabm20&show=instructions&src=pdf
https://www.tandfonline.com/doi/mlt/10.1080/23311975.2025.2478447?src=pdf
https://www.tandfonline.com/doi/mlt/10.1080/23311975.2025.2478447?src=pdf
http://crossmark.crossref.org/dialog/?doi=10.1080/23311975.2025.2478447&domain=pdf&date_stamp=05%20Apr%202025
http://crossmark.crossref.org/dialog/?doi=10.1080/23311975.2025.2478447&domain=pdf&date_stamp=05%20Apr%202025
https://www.tandfonline.com/action/journalInformation?journalCode=oabm20

COGENT BUSINESS & MANAGEMENT
2025, VOL. 12, NO. 1, 2478447
https://doi.org/10.1080/23311975.2025.2478447

MANAGEMENT | REVIEW ARTICLE @ OPEN ACCESS ™ Check forupdtes |

Change management and organizational performance: current key
trends

Maha Mahamoud Hasan® (), Sofia Aparisi-Torrijo* (® and Fernando Gonzélez-Ladrén-de-Guevara®®

aDepartment of Business Organization, Universitat Politecnica de Valéncia, Valenica, Spain; PInstituto Universitario Mixto de
Tecnologia Informética, Universitat Politécnica de Valencia, Valencia, Spain

ABSTRACT ARTICLE HISTORY

This paper provides a comprehensive review of the literature on the relationship between Received 21 November 2024
change management and organizational performance through bibliometric and thematic Revised 14 February 2025
analysis. Using the Web of Science database, 304 publications were analyzed with VOS Accepted 7 March 2025
viewer and biblioshiny in R-studio. The study examines author engagement, keyword KEYWORDS

trends, co-authorship networks, and conceptual structures. Findings reveal a growing Change management;
research interest in this field across various geographical regions. The United States and organizational change;
China are the most influential countries, while Appelbaum from Concordia University in  Pperformance; bibliometric
Canada is the most productive researcher. The research’s conceptual structure focuses on  analysis

four key aspects: human, organizational, technological, and leadership. Co-word analysis SUBJECTS

categorizes topics based on their intensity, specialization, and level of development, Business; Management
distinguishing well-researched areas from emerging and underexplored themes. This and Accounting;
approach provides a clearer understanding of thematic and temporal developments in the Management of

field. By mapping the conceptual landscape, this study highlights key research areas and Technology & Innovation;
identifies future directions for exploration. The findings contribute to a deeper ~ Administration and
understanding of how change management impacts organizational performance and offer ~ Management;

insights for scholars and practitioners interested in advancing the field. Ofgnaan%ze;?izr: &

MAD STATEMENT

This study is the first to investigate the historical progression of concepts associated
with change management and its impact on organizational performance across the
four aspects of change management. It highlights the current and contemporary trends
in these aspects, serving as a reference point for future researchers interested in
exploring the intersection of change management with artificial intelligence, emotional
intelligence, data science, and other relevant fields.

1. Introduction

The business environment is experiencing rapid developments in science and technology, alongside the
intensification of global competition and globalization (Golgeci et al., 2020). These factors, coupled with
the ongoing changes in political, economic, and social fields, have had a significant impact on how
organizations operate (Ashta et al.,, 2018). As a result, organizations that fail to adapt themselves to these
changes risk falling behind, which could threaten their survival and even lead to their eventual disap-
pearance (Naseer et al., 2023). Therefore, change has become a vital and inevitable issue for all organi-
zations to ensure their continued growth and success in achieving their goals (Harahsheh et al., 2021).
Change management is the process of moving from an existing situation to a desired situation to
achieve specific goals that are shared by the leadership and the workers (Nelson & Aaron, 2005). In
recent years, there has been a growing interest in change management, with research focusing on suc-
cessful and unsuccessful change management as a key element of an organization’s performance (Bateh
et al,, 2013). This is because change management is a crucial administrative task that helps develop work

CONTACT Maha Mahamoud Hasan @ mahamn@yu.edu.jo @ Department of Business Organization, Universitat Politecnica de
Valéncia, Valenica, Spain

© 2025 The Author(s). Published by Informa UK Limited, trading as Taylor & Francis Group.

This is an Open Access article distributed under the terms of the Creative Commons Attribution License (http://creativecommons.org/licenses/by/4.0/), which
permits unrestricted use, distribution, and reproduction in any medium, provided the original work is properly cited. The terms on which this article has been
published allow the posting of the Accepted Manuscript in a repository by the author(s) or with their consent.


http://orcid.org/0009-0002-4919-2624
http://orcid.org/0000-0003-4518-2461
http://orcid.org/0000-0002-2617-1559
mailto:mahamn@yu.edu.jo
https://doi.org/10.1080/23311975.2025.2478447
http://creativecommons.org/licenses/by/4.0/
http://crossmark.crossref.org/dialog/?doi=10.1080/23311975.2025.2478447&domain=pdf&date_stamp=2025-4-4

2 ‘ M. MAHAMOUD HASAN ET AL.

and ensure continued success (Mondal et al., 2020). Furthermore, interest in change management has
increased due to the Fourth Industrial Revolution and the significant digital technological transformation
brought about by the post-COVID-19 crisis (Okwata et al., 2022).

On the other hand, organizational performance is fundamental to the survival of any organization.
According to Contu (2020), the extent to which an organization positions itself effectively in the business
market with the help of its informational, financial, and human resources is what defines organizational
performance (Nuhu et al., 2016). Since organizational change is linked to employee performance and the
organization’s overall performance managing change is crucial to achieving successful results (Sarwar
et al., 2022).

The organization’s performance is not only about achieving goals and maintaining sustainability but
also about saving time and effort and being prepared to face all changes while maintaining results.
Therefore, linking change management to the organization’s performance and understanding the ele-
ments of change management that affect performance will enable organizations to prepare in advance
for emergency events. This includes saving time and effort, reducing the risk of sudden changes, and
ensuring high competitiveness through continuous change processes as part of the organization’s culture.

Therefore, change management is considered a means to improve the organization’s performance and
raise the capabilities of its employees (Buick et al., 2015). This requires active participation from leaders
and managers across the organization to set direction, engage and motivate employees, and introduce
new ways of working (Shoukat et al., 2023). Effective change management in organizations also increases
employee productivity, improves decision-making by sub-managers, reduces conflicts, reduces defects
and errors, improves organization performance, and enhances employee motivation (Chatterjee et al.,
2023; Latifah et al., 2024).

Previous research has investigated several facets of change management, including the challenges
and issues that it entails (Pryor et al., 2008). It has also examined the readiness for change and its con-
nection to business systems through analysis of strategic methods of change management. Additionally,
the literature has delved into human resources (Narbariya et al., 2022) different types of leadership and
leader characteristics, and how they affect employees’ reactions to change initiatives (Junnaid et al., 2020).

Numerous studies have shown that organizational cultures significantly impact employees’ willingness
to adapt to change across various sectors (Haffar et al., 2014). Effective communication between senior
management and those affected by change has also been found to be crucial for successful organiza-
tional change (Endrejat et al., 2021). Additionally, modern technology and digital transformation play a
vital role in enabling organizational change and development (Alichleh Al-Ali et al., 2022).

Although prior research on change management and its impact on organizational performance has
made significant contributions, there is still a critical gap in the literature that needs to be explored
further. The existing literature has focused on four key dimensions: human, organizational, technical, and
leadership. However, there is a noticeable lack of integration of these dimensions into a cohesive frame-
work that can effectively guide organizations through change management practices. This approach also
lacks a comprehensive view and neglects fundamental issues such as the interaction between change
management and artificial intelligence, emotional intelligence, data science, and related topics.

The purpose of this study is to bridge the gaps in previous research, specifically in terms of limited
coverage across various disciplines, to provide a significant contribution to the ongoing discourse on
change management and organizational performance. We conducted a comprehensive bibliometric anal-
ysis as there is currently a lack of such an analysis linking change management to organizational perfor-
mance. Our analysis aims to demonstrate the conceptual framework of change management and its
impact on organizational performance by answering the following questions:

1. What is the volume and distribution of publications and citations all over the years from 2012 to
20237

2. What are the authors, countries, and institutions contributing to the research in the context of
change management and organizational performance?

3. What is the conceptual structure of change management and organizational performance?

4. What are the basic, dominant, niche, and emerging research topics in this area?
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By addressing the previous inquiries, this study will help us comprehend the relationship between
change management and organizational performance, as well as the most significant recent research
published in this field. This study differs from the research conducted by Diaz-lglesias et al. (2019), which
only included publications related to business and management topics published between 1967 and
2017. Their study period preceded the significant technological advancements and changes that the
world has witnessed after 2017.

It also differs from the bibliometric analysis that was issued in 2021 and presented by Moosa et al.
(2022), and included the period between 1995 and 2019. They provided an overview of the topic of
change management and identified the four aspects of managing human, organizational, leadership, and
technological change, while our study has clarified the concepts related to each aspect of these aspects
and their relationship to organizational performance, it showed recent trends and the chronological
development of these concepts and future visions for each aspect.

Through this analysis, we identified the densest concepts that are well-researched, concepts of mar-
ginal interest that are highly specialized and need in-depth study, concepts that are not well-developed
and need to be developed, and key themes that are closely related to understanding the relationship
between change management and Organizational performance. These concepts were linked to the four
organizational, human, leadership, and technological aspects of change management, and we explained
how these concepts developed over the past decade.

Also, our research aimed to determine the most influential authors, countries, collaborations, and insti-
tutions in the field of change management. We did this by analyzing bibliometric indicators based on
the number of publications over the past ten years. We also conducted a thematic content analysis to
explore the evolution of themes in the domain using keywords. Finally, we used the results of the con-
tent analysis to identify potential future research areas in the field. Our findings have significant implica-
tions for scholars and researchers with expertise in change management, and the insights derived from
our thematic analysis will guide future research directions in the field.

This paper is divided into various sections to make it easy for readers to navigate through the con-
tent. The first section focuses on the research design, highlighting the selection of keywords and the
process used to conduct the bibliometric analysis. In the second section, we present the results of the
bibliometric analysis. The third section discusses the findings and recommendations based on the anal-
ysis. Finally, in conclusion, we discuss the limitations of the research.

2. Methods
2.1. Bibliometric analysis

Bibliometric analysis is becoming increasingly popular in business research due to its ability to handle
large amounts of scientific data and produce high research impact (Donthu et al., 2021). This technique’s
benefits come from the quantitative and statistical measures and technologies employed (Mukherjee
et al, 2022). To achieve our objective, we utilized two bibliometric approaches: performance analysis and
scientific mapping analysis (Farooq, 2023).

The performance analysis is a way to measure research productivity and its influence (Mukherjee
et al., 2022). The analysis involves evaluating scientific production, annual total citations, the most pro-
ductive authors, the most cited documents, the most cited countries and institutes, and the most rele-
vant keywords (Farooq, 2023).

We utilized VOS-viewer version 1.6.19 to create an overlay visualization of co-authorship. Subsequently,
we conducted a science mapping analysis using Rstudio (version 4.3.2). Rstudio is a software for the R
programming language, which we employed to analyze scientific maps and identify keyword co-occurrence
(Dwekat et al., 2020). By utilizing bibliometric indicators, we presented the latest developments in change
management over a recent period. To identify the main themes in the field, we analyzed the thematic
map using the co-word network, which facilitated the description of the conceptual structure. To delve
deeper into the analysis of the field, we employed time-sliced evolution maps by selecting two time
periods between 2012 and 2023.
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Figure 1. Selection of publications for final list.

For this bibliometric analysis, we followed the recommended workflow of Zupic and Cater (2015).
Firstly, we identified the research questions and selected the relevant bibliometric methods for each
question. Secondly, we searched the core collection of the Web of Science (WoS) database for publica-
tions indexed between 2012 and 2023. To achieve consistency and reliability in data collection, we chose
a single database, Web of Science (WoS). Using a single source simplifies data management, reduces
errors, and avoids the complexity of merging results from multiple databases. WoS and Scopus are the
two traditionally preferred databases for bibliometric research, although there are other scientifically
accepted databases (Visser et al.,, 2021), but given the overlap of most publications, choosing one was
sufficient. The WoS was chosen because it is considered the most widely used and reliable research and
citation database in the scientific world, with over 34,000 journals (Birkle et al, 2020). In addition, the
SSCI (WoS) database is widely used for bibliometric studies in management and organization due to its
broad disciplinary coverage, and inclusion in most university subscriptions, making it accessible to
researchers (Zupic & Cater, 2015). However, relying solely on the WoS is a limitation of this study.

2.2. Data collection

To ensure comprehensive research, we conducted a search on the Web of Science database using the
following topics: ‘change management; ‘organi*;, and ‘performance’ We limited the search period to pub-
lications and reviews from 2012 to 2023 and filtered our results to show only publications and reviews.
Our search query was: (‘change management’ and organiz* (Topic) and performance (Topic) and 2012 or
2013 or 2014 or 2015 or 2016 or 2017 or 2018 or 2019 or 2020 or 2021 or 2022 or 2023 (Publication
Years) and Article or Review Article (Document Types).

After conducting an initial search, we found 713 records. After applying the query, the number of
records decreased to 463. We manually reviewed these records, read abstracts to identify the most rele-
vant documents, and ended up with a final list of 304 records. We used this final list for bibliometric
analysis, as shown in Figure 1. Following the Zupic and Cater workflow, the next step was to export the
final list in the EndNote Desktop format. We then analyzed the bibliographic data using RStudio and R
packages.

3. Findings
3.1. Performance analysis

3.1.1. Distribution of publications and citations per year
Figure 2 illustrates the yearly scientific output on change management and performance between 2012
and 2023. The graph displays a noticeable surge in publications related to change management and
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Figure 2. The annual scientific production and citation.

organizational performance, starting with only 11 publications in 2012 and peaking at 46 publications
in 2023.

Between 2020 and 2023, there was a significant increase in the number of published publications with
a total of 149 papers which make up almost 49% of all publications. On average, 37 publications were
published each year during this period. This rise in publications coincided with the emergence of the
Covid-19 pandemic. These findings are consistent with Al-Haddad and Kotnour's (2015) research, which
highlights that successful change management becomes a crucial issue for all organizations during times
of economic crises. The interest in achieving successful organizational change also increases during
such times.

The line graph depicted in Figure 2 shows that the number of annual citations for the publications
has increased significantly. While there were only four citations in 2012, the year 2023 recorded the
highest number with 866 citations, followed by 809 and 674 citations in 2022 and 2021, respectively. As
much as 61% of all citations appeared in the years 2021-2023, indicating a growing interest in the topic
of change management. However, this interest has only started to become evident since 2021, suggest-
ing that the topic is still relatively new and novel.

3.1.2. The most productive countries

To address the second research question, we analyzed our dataset on change management and organiza-
tional performance to assess the scientific contributions from various countries. As illustrated in Figure 3,
the United States emerges as the most prolific contributor, with 95 publications, followed by Canada 45,
China 44, and Australia 42. This trend highlights the dominance of developed nations such as the United
States, Canada, China, and Australia in producing research on change management and organizational
performance, reflecting their robust government policies, institutional frameworks, and societal support for
change initiatives.

Notably, other regions also contributed to the scientific discourse, with India and the United Kingdom
publishing 39 and 34 studies, respectively, followed by Italy 32 and Germany 24. Among Asian countries,
the total number of publications reached 75, accounting for approximately 25% of all outputs on the
topic. However, contributions from Africa remain sparse, with only 10 publications, indicating a signifi-
cant gap in scientific engagement from this region.

This uneven distribution aligns with the findings of Moosa et al. (2022), who conducted a bibliometric
analysis to map global knowledge on change management. Their study underscored the need for greater
geographical diversity and a more inclusive global perspective in the field. The limited contributions
from regions like the Middle East and Africa underscore the importance of fostering research capacity
and encouraging broader participation to advance the field worldwide.
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Figure 3. Country scientific production.

3.1.3. Authors contributions

A total of 812 authors from 510 institutions have contributed to 304 publications on change manage-
ment and organizational performance. Table 1 highlights the top 20 authors who have published at least
two publications, along with their affiliations and countries.

Table 1 highlights the top 20 authors who have published at least two publications, along with their
affiliations and countries. Analysis of the data presented in Table 1 reveals a geographical imbalance in
research output and influence within this field. Notably, only five out of the top 20 most productive
researchers in change management and organizational performance are affiliated with Asian institutions.
In contrast, the majority — more than 50% - are based in American, Canadian, and European institutions,
with a smaller representation from Australian institutions.

These trends suggest that regions such as Africa, the Middle East, and parts of Asia remain underrep-
resented in the academic discourse on change management. To develop a more comprehensive and
globally representative understanding of the subject, increased support for researchers in these under-
represented regions is essential.

In terms of individual contributions, Appelbaum from Concordia University, Canada, leads with seven
publications, focusing on resistance to change and leadership’s role in overcoming it (Appelbaum et al,,
2017). His work provides practical strategies for organizations, highlighting that effective leadership is
crucial for successful change implementation. This aligns with organizational performance, as overcoming
resistance leads to smoother transitions and improved outcomes (Appelbaum et al., 2003, 2018).

Following closely, Aida Idris from the University of Malaya ranks second with four publications, exam-
ining the link between employee empowerment and job satisfaction (Idris et al., 2018). Her research
emphasizes the importance of leadership strategies and employee engagement, which contribute to suc-
cessful change initiatives and enhanced organizational performance during transitions.

Meanwhile, Joris Van der Voet from Leiden University is the most-cited author among the top 20, with
an average of 140 citations per publication. His research primarily focuses on organizational change in
the public sector, addressing the unique challenges that public organizations face and providing valuable
insights into the complexities of change management in this context (Van der Voet et al.,, 2016).

Other notable contributors include Islam, whose investigates the role of emotional intelligence in
leaders during organizational change, highlighting how emotionally intelligent leaders improve team col-
laboration and reduce resistance (Islam et al., 2020). This research has implications for employee engage-
ment and organizational performance, suggesting that leadership’s emotional competence plays a key
role in successful change management.

For emerging scholars exploring the intersection of change management and organizational perfor-
mance, recognizing key influential authors in this domain is crucial. Engaging with their work not only
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Table 1. The top 20 authors published in change management and organizational performance.

No. author Affiliation Country TP TC TC/TP
1 Van der voet, joris Leiden University Netherlands 2 140 70

2 Vohra, veena Indian Institute of Technology India 2 87 43.5
3 Idris, aida University Malaya Malaysia 4 54 135
4 Choi, jin nam Seoul National University (SNU) South Korea 2 47 235
5 Malik, ashish University of Newcastle Italy 2 37 18.5
6 Blackman, deborah ann University of Canberra Australia 2 33 16.5
7 Buick, fiona University of New South Wales Sydney Australia 2 33 16.5
8 O'donnell, michael edward  Rockefeller University USA 2 33 16.5
9 Furuoka, fumitaka University Malaya Malaysia 3 34 1.3
10 Islam, m. nazmul BRAC University Bangladesh 3 34 11.3
1 Endrejat, paul c. Braunschweig University of Technology Germany 3 29 9.7
12 Kauffeld, simone Braunschweig University of Technology Germany 3 29 9.7
13 Appelbaum, steven h. Concordia University — Canada Canada 7 26 37
14 Del giudice, manlio University of Rome Italy 3 25 12.5
15 Calcagno, regina Concordia University — Canada Canada 3 16 53
16 Magarelli, sean michael Concordia University — Canada Canada 3 16 53
17 Saliba, milad Concordia University — Canada Canada 3 16 53
18 Karelis, catherine Concordia University — Canada Canada 3 3 1

19 Le henaff, anne Massachusetts Institute of Technology (MIT) USA 3 3 1

20 Mclaughlin, beverly Belfast Health & Social Care Trust Ireland 3 3 1

Note: TP, total number of publications; TC, number of citations.

enhances understanding of existing research but also helps scholars position themselves to make sub-
stantial contributions to the evolving body of knowledge in this field.

3.1.4. Co-authorship

The graphical map displayed in Figure 4 presents a visualization of co-authorship among authors who
have published at least 2 papers and received zero citations. The color gradient ranging from dark blue
to yellow represents the average years of publication between 2016 and 2020. The lead author,
Appelbaum, has collaborated with three other authors.

In the first group, which was published in 2016, there were three authors - Appelbaum, Calcagno,
Magarelli, and Saliba - all from the same institution, Concordia University. This institution is the most
productive in their field. The authors examine the link between corporate sustainability and organiza-
tional change. They argued that sustainability should be viewed as a transformational initiative that
impacts a company’s culture and its relationships with society. They highlighted the importance of
understanding organizational goals and the cultural and psychological barriers that may hinder the
implementation of sustainability efforts (Appelbaum et al., 2016). The second collaboration was between
Appelbaum, Karelis, Le Henaff, and Mclaughlin. They came from Canada, USA, and Ireland and published
three publications in 2017. They published three publications that thoroughly examined the dynamics of
change management within the context of mergers and acquisitions. Their work offers practical insights
for practitioners looking to navigate the complexities of organizational change (Appelbaum et al., 2017).

Lastly, the third collaboration was between five authors from different institutions in Iran. They pub-
lished two publications around 2017, and their publications provide valuable insights into the role of
change management in enhancing organizational resilience, especially in complex industrial environ-
ments (Nodoushan et al,, 2017).

The information presented in Figure 4 is quite interesting as it sheds light on the collaborative efforts
between the yellow and light green groups, which have emerged since 2020. For instance, in mid-2020,
Idris, a productive author from Malaysia, collaborated with Furuka and Islam, who belong to institutions
in different geographical regions in Asia, they explored how transformational leadership and trust in
leadership affect employee behaviors that facilitate change during organizational transitions (Islam et al.,
2021). Their findings highlighted the crucial role of trust in promoting employee engagement during
these change initiatives (Islam et al., 2021).

This marks the start of research on change management and its impact on organizational perfor-
mance in regions beyond the USA, Canada, and Europe. Moreover, it signifies the growing interest in this
research field in Asian countries, where partnerships have led to the University of Malaya becoming the
second most productive university in this domain.
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Figure 4. Overlay visualization of co-authorship.

3.2. Conceptual structure analyses in science mapping

3.2.1. Co-word analysis

In Figure 5, we can see a thematic map that has been generated using the Louvain algorithm and 60
keywords. Thematic maps are useful for identifying important sections of data, which can then be sum-
marized into keywords or key phrases. An iterative process is then used to extract the underlying themes
from these keywords or key phrases (Braun & Clarke, 2006).

The themes are represented as nodes, where the size of each node indicates its importance (for exam-
ple, based on frequency or the number of citations). The color of the node denotes its group or cate-
gory, and the position of the node illustrates the relationship among the topics (such as centrality and
density).

These themes are characterized by two properties: density and centrality. Centrality is represented on
the horizontal axis, while density is represented on the vertical axis. Density Reflects how well-developed
or specialized the theme is within the cluster, while centrality indicates the importance of the theme in
the broader research field (Esfahani et al., 2019).

The map shows four quadrants distributed according to density and degree of development.

The upper right quadrant features key motor topics like digital transformation and organizational
change management, which are vital for understanding how organizations adapt to external pressures.
Concepts such as ‘competitive advantage’ and ‘implementation’ highlight the importance of managing
change not only to maintain performance but also to foster growth. This was particularly evident during
the COVID-19 pandemic when higher education institutions rapidly shifted to distance learning, leading
to a surge in related research (Aasen & Klakegg, 2023; Al-shamali et al., 2022).

The lower right quadrant features essential topics represented by the green node, which are crucial
for defining the research field. Change management cannot be studied without considering key factors
like organizational culture, leadership, creativity, employee motivation, and job satisfaction. Although
organizations may adapt their tools over time, these foundational elements remain indispensable.

The lower left quadrant features low-density and low-centrality topics, indicating either emerging
interest or declining research focus. The blue node represents variables like resilience, intellectual capital,
and sustainability, which are gaining attention in change management (Vlasenko et al., 2019). Conversely,
interest in SMEs, digitalization, and operations management is waning. This quadrant is dynamic, with
new themes emerging and others fading based on evolving trends.
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Figure 5. Thematic map. Source Bibliometrix 2023.

Quadrant four includes niche topics with strong internal connections but weak external links, indicating
their marginal importance in the field. Examples are transformation, corporate sustainability, corporate
social responsibility, and business culture. Their broader relevance is unclear, requiring further research to
better understand their significance.

The central orange node has moderate density and centrality, featuring terms like transformational
leadership, organizational culture, resistance to change, mergers and acquisitions, and strategy. These
concepts are moderately developed and have balanced interrelationships.

Figure 6, which visualizes the thematic map of research in change management and organizational
performance, reveals five distinct clusters of related topics based on co-occurrence patterns, with colors,
node sizes, and edge thickness reflecting additional metrics such as keyword frequency, citation impact,
and the strength of relationships between themes.

3.2.1.1. The green cluster: research on the organizational and human aspects of change
management. The research conducted by this group focuses on the organizational and human aspects
of change management. Researchers explored the relationship between the type of leadership and
change management (Van der Voet et al., 2016), the behaviors of individuals, their functional affiliations,
expectations for change, and their relationship to change (Neves et al., 2018; Van der Voet & Vermeeren,
2017). Some studies showed how to implement change through training, development, and creativity
(Sartori et al., 2018), while others considered creativity and flexibility during crises (Al-Shamali et al,
2022), and internal communications as a strategy for creativity and their relationship to change
management and organizational happiness (Castro-Martinez & Diaz-Morilla, 2021). Additionally, they
investigated the role of social networks in organizational learning (Jami Pour & Hosseinzadeh, 2021), and
the employees’ readiness for change by determining an appropriate scale to measure employees’ response
to change (Beasley et al., 2021; Endrejat et al., 2021).

3.2.1.2. The red cluster: research on the technological aspect of change management. Digital
transformation has become a prominent topic in recent times. Researchers have studied the challenges
faced by organizations and how they can be used as a starting point for digital transformation (Hwang
et al., 2022). They have also analyzed factors that contribute to the success of digital transformation,
including employees’ positive attitudes towards it and their support for the change process (Meske &
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Figure 6. Thematic map. Source Bibliometrix 2023.

Junglas, 2021). Furthermore, they have explored the role of human resource management in accelerating
the technological change process (Barratt-Pugh et al.,, 2013). Some researchers have also examined the
impact of the COVID-19 pandemic and how it has accelerated the process of change, potentially
increasing the pressure on employees (Cervinka & Novék, 2022). Other studies have focused on developing
models that organizations can use to measure their work performance and enhance their competitive
work strategy, supported by a specific digital strategy (Elangovan et al., 2021). Additionally, researchers
have studied the impact of digital transformation on higher education, emphasizing the need for
innovation and the discovery of competencies (Jackson, 2019).

3.2.1.3. Purple and blue clusters: research on change management and sustainability. The publications
in this series focus on sustainability and how it can drive large-scale, long-lasting changes in organizations,
particularly in the context of change management. Appelbaum et al. (2016) studied the link between
sustainability and organizational change and found that corporate sustainability can transform a company’s
culture and its relationship with its community. Sroufe (2017) explored the implications of implementing
sustainable change initiatives globally and emphasized the importance of effective change management
in sustainable competitiveness (May & Stahl, 2017). Quality implementation of change management
practices can create a competitive advantage through sustainability (Wiesner et al., 2018). This group also
looked at the role of human flexibility and cultural understanding in adapting to new technologies and
practices (Aasen & Klakegg, 2023), and the connection between the use of intellectual capital and
organizational performance through the introduction of external knowledge (Rooney et al., 2023).

3.2.1.4. Orang cluster: research on the leadership aspect of change management. A study conducted
by Bagga et al. (2023) looked at the relationship between transformational leadership, organizational
culture, and change management. The researchers found that there is a positive relationship between
these factors, particularly in virtual teams. This is because the success of an organization is closely linked
to the effectiveness of its leaders and their ability to inspire their employees with the need for change
(Gutiérrez-lhiguez et al., 2023). Additionally, the researchers discovered that taking the necessary strategies
to motivate employees and enhance their level of participation is crucial for change management. To
ensure the corresponding behavior for change management, it is necessary to analyze the relationship
between vertical and joint leadership and change management as well (Islam et al., 2020). Binci et al.
(2012) studied this relationship to understand the connection between individual and organizational
variables and the level of behavioral and emotional resistance to change. Ferreira et al. (2018) also
analyzed the impact of employees’ resistance to change on mergers and acquisitions and ways to address
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Figure 7. Variables associated with clusters.

them. Finally, Appelbaum et al. (2017) looked at the ways to tackle employees’ resistance to change.
Figure 7 shows the dependent variables for each cluster.

After conducting a cluster analysis, we identified an opportunity to explore the interaction between
different concepts and their impact on change management effectiveness. The human factor is critical in
change management as it involves engaging employees and managing intellectual resources. However,
there is a lack of empirical research in the existing literature to determine the direct impact of these
aspects on organizational performance during transformation periods.

Similarly, the focus on the organizational aspect emphasizes the need for adaptability and intelligence.
Further studies may investigate how companies successfully align these attributes with stability and pre-
dictability, which are equally essential for achieving optimal performance. The technological element
mainly refers to digital transformation, but there are few studies on how companies can integrate con-
temporary technology into their change management strategies without disrupting existing processes.

The focus of leadership is mainly on the advantages of transformational leadership. However, there is
limited understanding of how different leadership styles can be adapted or combined to suit varying
stages of the change management process. To address these gaps, future research can concentrate on
developing a comprehensive change management model that encompasses the four elements and offers
a clear plan for firms to navigate through periods of transformation.

3.2.2. Thematic evolution through chronological time mapping

This section presents a timeline that explores key topics’ evolution and contributions to the field over
time, based on the top 40 keywords from the thematic map. The timeline is divided into three periods,
with significant turning points identified in 2018 and 2020, as illustrated in Figure 8. Discussions sur-
rounding the Fourth Industrial Revolution began in the early 2000s. They intensified by 2018, as global
efforts focused on addressing the challenges posed by rapid technological advancements, including arti-
ficial intelligence, automation, and the Internet of Things. The emergence of the COVID-19 pandemic in
late 2019 and its global impact in 2020 also catalyzed profound changes in business and digital trans-
formation, highlighting the importance of these years as pivotal moments. These transformations are
further analyzed through three two-dimensional thematic maps, which illustrate the progress, transfor-
mation, and consolidation of the thematic clusters across the selected periods.
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Figure 8. Thematic evolution. Source Bibliometrix 2023.

Figure 9. Thematic Evolution Time Slice 1. Source Bibliometrix 2023.

Between 2012 and 2018, there was a notable interest in the topic of organizational culture and resis-
tance to change. This suggests that there was a focus on leadership and its relation to change manage-
ment, particularly in overcoming resistance to change. Figure 9 shows evidence of this trend. During this
period, the most advanced concepts were innovation, transformation, and business culture, but their
significance was somewhat restricted.

During the period from 2019 to 2020, there was a significant development in the fields of digital
transformation and higher education. The focus shifted from resistance to change to change readiness,
with a greater emphasis on transformational leadership. Effective communication and employee involve-
ment in change management were also recognized as critical factors. Islam, one of the top authors,
investigated how trust in leadership during this period - including transformational leadership - affected
organizational transformation and employee engagement (Islam et al., 2020). Figure 10 provides a clear
visual representation of these advancements.

During the period between 2021 and 2023, change readiness became a vital concept in the field of
change management, Paul Endrejat, one of the top authors, highlighted the importance of effective
communication strategies in transforming resistance to change into readiness for change (Endrejat et al.,
2021). As depicted in Figure 11.

There was extensive research on COVID-19 and its link to digital transformation, as well as the impor-
tance of gaining a competitive edge during crises. However, organizational culture received less attention
during this period. Specialized topics such as intellectual capital, knowledge sharing, analytical models,
and automation were studied to understand better the relationship between human and technological
aspects of change management. Finally, resilience emerged as a metric to measure an organization’s
preparedness and ability to anticipate change (Gutiérrez-lhiguez et al., 2003). Transformational leadership
and implementation have become the basic themes of the field at that period. They involve identifying
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Figure 10. Thematic Evolution Time Slice 2. Source Bibliometrix 2023.

Figure 11. Thematic Evolution Time Slice 3. Source Bibliometrix 2023.

the challenges that determine the type of change required, figuring out how to implement this change,
and maintaining the sustainability of the organization; which has become an essential element of change
management, and helps to create long-lasting positive environmental and social impacts
(Gutiérrez-lhiguez et al., 2003).

4, Discussion and future directions

We conducted a bibliometric analysis of 304 publications related to change management and its impact
on organizational performance. The analysis revealed four key aspects of change management, namely
the organizational aspect, human aspect, leadership aspect, and technological aspect. These findings are
consistent with the research conducted by Moosa et al. (2022) on bibliometric analysis of change man-
agement. However, their analysis was limited to the identification of these aspects only, without delving
into their dimensions and their relationship with change management. Let's examine each of these
aspects in detail.

1. The human aspect of change: Organizations are focusing on change management by addressing
employees’ expectations and behaviors, rather than just resistance to change. They enhance readi-
ness through continuous training and improved communication, with external knowledge sharing
and teamwork also helping to reduce resistance (Narbariya et al., 2022). Involving employees in
decision-making and participation is essential for organizational performance (Sahoo, 2021). Managing
intellectual capital — knowledge, skills, and experience — is a key trend and competitive advantage
for organizations, highlighting the importance of effective human resource development in modern
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management (Rooney et al., 2023; Shoukat et al., 2023). Change implementers should frame change
as an opportunity for growth. Employees need new skills for hybrid or remote work, which should
be part of the culture. Supportive environments that prioritize mental and physical health like flexi-
ble work schedules can boost productivity, reduce absenteeism, and improve retention, enhancing
overall organizational performance (Chaudhary et al., 2022).

2. The organizational aspect of change: Organizational change varies from simple modernization to
major transformations, driven by goals like remedial, unplanned, personal, or transformational change
(Harden et al., 2021). These change types carry risks (de Waal, 2018), highlighting the need for
change management. Organizations must be resilient and responsive in a fast-paced environment,
as flexible companies can adapt their plans and develop strategies to address challenges, especially
unplanned changes (Shi et al., 2021). Accordingly, organizations should replace traditional linear
change management with flexible, iterative methods to foster resilience. This means the organization
must think proactively towards possible changes by empowering teams, promoting collaboration,
and encouraging continuous improvement, self-organization, servant leadership, and innovation to
enhance flexibility. Future research aims to connect agile concepts — characterized by rapid adapt-
ability — with change management frameworks at all stages. It is also possible to benefit from the
‘Kaizen’ model, which emphasizes continuous incremental improvements, which lead to significant
outcomes when executed collectively (Bader et al., 2024). It helps in maintaining and enhancing the
performance and value of the change initiative, in addition to identifying and eliminating any waste
or inefficiency.

3. The technological aspect of change: Digital transformation has emerged as a key technological trend
in change management, accelerated by the COVID-19 pandemic (Cervinka & Novék, 2022). The rapid
pace of digital transformation necessitates its integration with change initiatives, indicating a shift in
change management practices (Behrens et al., 2023), so Organizations prioritize change aligned with
modern technologies to ensure sustainability. This includes integrating artificial intelligence, data anal-
ysis, and automation into the change process, which enhances efficiency, fosters innovation, and sim-
plifies communication (Petersson et al., 2022). Data-driven decisions are more effective than those
based on intuition and experience. Data analysis helps identify strategies, measure change impact,
and improve methods (Kiu & Chan, 2024). Advanced analytics enable organizations to forecast trends,
anticipate customer needs, and identify potential challenges in implementing change (Mitra et al.,
2019). Additionally, organizations leverage artificial intelligence and automation to analyze employee
sentiment, predict potential points of resistance, recommend communication strategies, and foresee
obstacles in the change process (Kumar et al., 2023). This enhances decision-making during change
initiatives. Automation alleviates repetitive tasks, allowing human resources to focus on complex
aspects, thereby accelerating transformation and minimizing disruptions (Fonseca & Domingues, 2017).
A recent trend in change management is the integration of Augmented Reality (AR) and Virtual Reality
(VR) for employee training. This approach improves practical skills without the risks of on-the-job
training and allows employees to visualize and interact with proposed changes before implementa-
tion. Virtual meeting rooms also enhance communication and connection within hybrid teams.

4. The Leadership aspect of change: Leadership is key to successful change management. Managers
and team leaders are crucial in driving and guiding their teams through the change process (Pianese
et al,, 2023). They need to know how to deal with changes and adapt to new situations (Junnaid
et al,, 2020). Leadership is crucial to all factors that ensure successful change. Transformational lead-
ership focuses on innovation, understanding employee needs, and adapting through training and
development opportunities (Islam et al., 2020). A transformational leader has a clear vision, motivates
employees, and fosters pride, helping the organization remain stable while adapting to change and
innovation (Lo et al., 2020). The future of leadership in change initiatives requires training leaders in
communication skills and emotional intelligence to effectively lead diverse teams, build trust, and
view the challenges as solvable problems (Vito et al., 2023). Additionally, organizational learning
plays a vital role in the change process, enabling leaders to foster a culture of continuous improve-
ment, adaptability, and shared knowledge across the organization. Finally, Organizations must recog-
nize that effective leadership is key to successful change. Leaders with a clear vision and drive can
motivate employees, align them with common goals, and boost overall performance.
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The bibliometric analysis of 304 publications provides a solid foundation. Still, it highlights the need
for further exploration into how factors like employee engagement, intellectual resource management,
and leadership styles impact change management effectiveness. While the human aspect of change
emphasizes engagement, more empirical research is needed on its direct impact on organizational per-
formance during transformation.

The analysis recognizes the emergence of transformative technologies such as artificial intelligence
(Al), emotional intelligence (El), and virtual/augmented reality (VR/AR) in training. However, it does not
explore how these innovations interact with and impact existing change management frameworks. This
oversight raises several important issues. Although technologies like Al, VR/AR, and El are acknowledged
as advancements, there is a lack of discussion on how they can be integrated into traditional change
management strategies.

Change management frameworks typically focus on people, processes, and communication, yet they
often lack clarity on how these new tools affect these key elements. For instance, how can Al be effec-
tively utilized in personalized training and decision-making? How might VR/AR enhance experiential
learning without disrupting existing processes? Traditional models like ADKAR and Kotter’s 8-Step Process
tend to prioritize human interaction and follow linear processes, but they often overlook the dynamic
capabilities offered by Al-based decision support and virtual simulation technologies. There is a signifi-
cant gap in understanding how these frameworks can evolve to include technologies like Al predictive
analytics and immersive VR/AR coaching to align with current change management practices.

Moreover, emotional intelligence, which is crucial for leadership during times of change (Issah, 2018),
has not been fully examined in the context of these technologies. While Al can analyze employee emo-
tions and process language, facilitating more personalized communication (Budhwar et al., 2022), the
literature lacks insight into how these technologies can enhance emotional connections, empathy, and
trust throughout the change process. Additionally, although Al and VR/AR have the potential to identify
and address resistance to change by providing valuable insights and personalized experiences, there
remains a gap in understanding how these tools can effectively bridge emotional and psychological
resistance during change initiatives.

5. Conclusion

In conclusion, ongoing research in change management has expanded across various fields, including busi-
ness, engineering, health, and education. Notably, there has been a surge in publications since the COVID-19
outbreak in 2020, which underscored the urgent need for economic institutions to adapt and maintain a
competitive advantage. While past research was primarily concentrated in Europe, Canada, and the US,
efforts are now expanding into emerging partnerships in Asia, offering a broader global perspective on
change management. Key aspects identified — technological, human, organizational, and leadership - high-
light the complex nature of effective change management. Additionally, ensuring readiness for change and
promoting ongoing training are crucial for shaping an organization’s culture and ensuring long-term suc-
cess. The future of change management is moving towards a proactive leadership model that harnesses
the power of Al to predict employee reactions, facilitate data-driven decision-making, and optimize organi-
zational processes. Al tools can help identify potential challenges, prevent attrition, and personalize career
development paths. With emerging technologies like Augmented Reality (AR) and Virtual Reality (VR), orga-
nizations can simulate change scenarios, thus minimizing risks and preparing employees for potential dis-
ruptions. Al-driven chatbots can collect real-time feedback, analyze sentiments, and provide actionable
insights, further assisting leadership in fostering a flexible and adaptable organizational culture. As organi-
zations seek to navigate change, focusing on employee well-being — both physical and mental - is essential
for enhancing productivity and overall organizational performance. By leveraging Al to improve wellness
programs and monitor employee engagement, companies can create a healthier work environment that
supports long-term success. It is also crucial to develop strong leadership communication skills, as these
are key to motivating teams, reducing resistance to change, and encouraging participation in decision-making,
ultimately driving organizational goals. To put these insights into practice, organizations can adopt
well-established change management models, such as Kotter's 8-Step Change Model or Lewin’s Change
Theory, and enhance these frameworks with Al-driven insights to refine strategies and improve
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decision-making. Practical steps include utilizing Al tools to foresee potential employee resistance, optimize
task distribution, and tailor career development paths. Furthermore, leadership training programs that
emphasize emotional intelligence and digital fluency are essential in preparing leaders to manage change
in increasingly technology-driven environments. Looking ahead, this research establishes a foundation for
creating a comprehensive change management model that links the four key elements - technological,
human, organizational, and leadership - to overall organizational performance.

Ultimately, as change management research expands globally, organizations in emerging markets can
better adapt to disruption and remain competitive. Integrating Al, AR, and VR will redefine how compa-
nies approach change, making operations more efficient, data-driven, and personalized. With workforce
well-being and productivity in mind, Al-driven insights can enhance employee well-being, leading to a
healthier and more engaged workforce.

From a policy and leadership perspective, policymakers and business leaders can leverage these
insights to develop strategies for sustainable growth in a rapidly evolving technology landscape.

6. Limitation of study

This bibliometric analysis on change management and organization performance has several limitations,
including:

«  Using the WoS database in bibliometric analysis. Although the WoS database is one of the largest publi-
cation databases in the world and a trusted publications, it may not contain all research related to change
management. Researchers can also check other global databases such as Scopus and Google Scholar.

« Additional keywords can be added to keyword searches to include more publications related to that
topic.

Future research on change management and organizational performance could explore using Al to
assess employee training needs and predict behavior toward change. Another area is the impact of social
media on communication between leaders and subordinates, helping to understand employee trends
and job satisfaction. Additionally, data analysis could be studied for its effect on decision-making and
problem-solving. Finally, integrating virtual reality with real reality to study its impact on resistance to
change is a promising area.
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